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Need for the Study - The purpose of this study is to test the following
hypothesis!: There iz a signifticant diffsrence in perﬁonalifv t aits as

pducational administrators and t!L qpnerdl populatlmn.

Method of the Study - Two hundred fifty administrators in the Cook County
area werz sent Cattell’s 16 Personality Factors OQuestionnaire plus a
denographic swvey. Ninety eight responded. The data obtained by the
two guestionnaires were analyzed using several statistical methods
including the General Linear Models FProceduare.

Findings and Conclusions — Several interes tlng statistics wers
discovered. The first variablé tested was position. Tt was found that
superintendents were significantly warmer, shrewdesr and more cons
: assistant &u&wrjnt@ndwnL" and principals. There appeared Lo be no
icant differences based on age. The next variable t© ted was Lvpe
ool served.  Elementary school administrators were found Lo
41 cantly less tender-minded fthan secondary school administrators.
of education was tested nexbt. FhD and EdD holders scored
algn1+ican+1y warmer than those holding only an M.A.  FhD holders
soored as significantly more group-oriented. The variable fFor o
siperience produced no significant differences. A general profils
ondents as a whole was drawn, and it was discovered that o
Yaverage" administrator is more outgoing. warm, adaptable, intelligent,
dominant, tender-minded and self-assured than the population

ervatlive

Recomnendations ~ Profiles such as the one drawn in this study
usetul in several ways. Comparing & profile of sduacational

the proofile of leaders from obher areas might indicate whatb
into educational leadership rather than leadership in anobie
i omiaht e

rmEf Ll
Ful dn diagrnosing
seEarch omight be

Profile might also help predict what tvpe of perso
in administration. The profile might also e W
QThPP

as of ra

leadership problemns. SrEvsE A ] i E
indicated, Tt wold be gooc = L] VEF L LS
administrators actually are 5 twalnq participants with obther +orms of
the 156 PF and other personal ity tests might test the validilty of this

data, g largsr nuwnber of participants might also alter ti

ouboo



ACKNOWLEDGEMENTS

The assistance of the following individuals is greatly appreciated:
Dr. Fhilip Carlin, director of this dissertations: Dr. Frederichk Lunenberg
and Dr. Masx Bailevy, members of the committee; Dr. J. FHavanaughi tfhe. Jack
Corliss and Mr. JdJonathan Muwrphy of the Academic Computing Departments: Mr.

Fobert Walker, Ms, Arlene Watson and Me. Jobrn L. Leckel of Morton East

High Schooli and Mr. David L. Fressel.

ii



VMITH

Diane Anderson Fressel is the daughtesr of Herbert and Slice ander

and the wife of David Fressel. She was born in Berwyn, Illinois,
Her elementary and secondary sducation was obtalined in bthe public

aschools of Chicago, Illincis.

Im Jurne, 1%&b, ﬁﬁﬁ received a Bachelor’s degree in
and Englieh from Northwestern University. I Jurme, 19735, she recesived a
Masters degree in the history and literatwre of the theatre from NMorthern
IMlinois University.
She is a member of FPhi Delta Fappa, the I1lincls Speech and Theatrs
1gsnciation and International Mensa.
She has taught English and Theatre at Morton East High School in

Licerao, Illinois since September, 196é.

i1



TABLE [OF CONTENTS
page

ACENOWLEDGMENTS W o uvoaveanssnusanansnosasnsonasamonesunes 1

ITE s uwannwwaswansesnassnsnnussseaasnsssess«nsnsssnssansass 4313
LIST OF TABLED 4. v v e soanosusssuosnsssnnsssonasnsnnsanssan Vi

Chapter
Ia TNTRODUCTION @ e i v e enennunssannananasnnuannsnanaannna i

Detinition of Leadershil seoonevonascnnannnnss i
Statement of the Froblem ..
Furpose of the Study soevveasesvunvavssnvanenes &
Scope and Limitations of the Study ceavawnana 4

SUAMMEY 2 v wwwusmus o wunessosunuansnensnnasannsuss &

2
3
=
a
=
=
&
=
Y
3
a
£
=
=
Y
£l
z
a

IT. REVIEW OF THE LITERATURE ..vievnwranannanaanuannna 7

Introduction sevnownsocvanuunaosonansnasasnss
Theoretical Framework .a..ssswassswsassannsanss
Research SHtUdi®S s vsesssnsvsonenaosonosconnanss o

SUMMEEY s anusaewanmansssnnnssansnsaonsnssssasns 4} én
TIT. FROCEDURES @i e v nevunnesunannssnunseunausnaneaunnaaws 47

Imtroducticon cessocvaanaseoaarsannaananassanaa
Selection of FParticipants s ocwsanvenaneannuan
Instruments cusenunnonanananansnonnounsnsnonus
Administration of Instruments .. ecsesevnanne s
Statistical Methods coeeswnnnewnvswsoonnsnunaa

SUUTHNEI™Y 4 n v w s o w nos v w s wesoouassouasussunswsnsnas
IV, FRESENTATION AND ANALYSIES OF DATA o wnmnrnusaanowna 5%

Imtroduction vewesanonnnnnonnnananonamennsnnn
Testing the Hyvpothesls wewusconnnunsnnavannwn
Demographic Variables ... evvananvnavuncnsuwnas
Boore Correlationg caoeeessnunonsnonenaannnanas

IMmterviews . eewonseaoannsoussesssanssnnsnssnss

ESLUMMET™  u w o nonnowwesssansasnsnnsssnsansesssnsesnnn



1

BIBLIOGBRAPHY e e i nvanununasnanonasnannnnssas

Imbroduction ..iseveconaaconnsnnnu
ConclusionsS. s sesanenananaanananna
Implications for FractiCs «coveses
Implications for Theory c.ocesssans
Implications of InterviewsS....u.a.s
Suggestions for Further Research

SLUMMAIr™Y wawawsnasnunnscsssnenasun

AFFENDIX A unoacsssnsannassansnnssvnnnomssnan

AFFENDIX

AFFENDI X

(=

r

L I I I O . I I I R L ] n o ou e ow o

4 u oM B ¥ R oMM MU U R S D 2N M B R E B xR R M N ¢ 0 2 2 omowonom

Ve CONCLUSTONS, IMPLICATIONS, AND RECOMMENDATIONS. .



LIST OF TABLES

Table

2
o B

]

Fosition of Leaders — chart

Fosition of Leaders - graph

Age of Leaders

Tvpe of School — chart

Type of Bohool - graph

Level of Fducation — chart

Level

]
“+

Education - graph

Tahle

i

Means

Tx
o]
s

Fage

.

&Y



CHARTER 1
INTRODUCTION

In approximately the vear S960 RB.C., the Chinsse
philosopher Lao-Tzu stated:

T lead the people, walk behind them. True leadership
mutst be for the benefit of the followesrs. not the

gnrichment of the leaders 1 ... &8 for the best
the people do not notice thelr existence. The next
the people honor and pralse. The mnext, the pesopls
and the next, the people hate. When the best leader’

work is dong bthe people say “We did it owsslves® . 2

b EPUTNT: SV
Jo BB

Over the vears since The time of Laco-Tzu, many peocpls havs

tried to define isadership and determine whalt effectives

leadership mneans. Evervone would not agree with Lao-Tsu.

v

I 19325, (0. Tead stated, "Leadership is the activibvy
oaf dnfluencing pecple to cooperate towsrd soms goal which

they coms to find desirable.” 2 The skills necessary Lo bthis

tvpe of leadership are knowing how to influsnca people and

bowill

Mow to convince peopls that cooperating to that gs

L. David Love,

Jossey Bass, P77 p.

<o Ihid., p. T
Fe O Tead, The ~hon Moliraw-Hi bl
T35, pa. 71,



in some way benefit the individual himsel+f.
In more recent times, Douglas C. Basil stated:

Leaders are made, not born.  To becoms a leadser 1t is
necessary to develop leadsrship skills, which are in burn
tounded on a deep and pervasive understanding of human
heings and human bhehavior in organizations. To translate
this knowledge into effective leadership requires insight,
which can be gained only through constant analvysis and
reevaluation of everyday interpersonal relationships. 4

Although this definition of leadership leans upon & knowledoe
of psvochology unavailable to the earliser writers, a comnon
theme of human whderstanding runs theough all these.
Leadership obviously involves some close study of human

relationships.
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in leadership
atyle. 5 The oldest style historically is the traditional
stvle — the conservative,., autocratic leader. The second

stvle evolved slowly through the last two hundeed

Wil This was the more liberal stvyvle of leadesrship which

g s

considered the needs and rights of the individual. Ve
third stvle is just evolving mow, so 1t dis difficult to

detine it precisely, but Love calls it a "middle stvle",
L ;o b 3 :

which combines some of the atteibut e

leader and some of the attriputes of the liberal leader.
Orme of the characteristics of modern administration
« Douglas O, Basi

(American Management
. llove, p. 54,




spams to be an increased seperation between the administrator
and those he administers, This can create problems in bthe
efficiency with which the job is done. Im his book, Love
states:

Increased specialization and bureaucracy limits the view
of the individual - makes it difficult for Lthe leadsr to
actually care for the organization — their passion then
becomes to gain and hold power for themselves. &

Une’s attitude toward administration in general and one’s

apecific job is impoartant. It is not necessary that one be

»

completely satisfied with one’s job. Indesed, Maslow states:
The conplete absence of frustration is dangsrous. T e
straong, a person mast acgulre frustration-tolerance, the
ability to perceive phyvsical reality as essentially
indifferent to hdman wishes, the ability to love ob
and to enjoy their need-gratification as well as one’'s
owrr (not to wse obher people as means), 7

Mer s

Hince the sarliest scientific studies in leadership.
resesarchers have tried to understand the dvnamics of
leadgrship. 8 MWhat constitutes leadership? What causss an
individual to aspire to leadership? Why is one individual a
more successtul leader than ancother?

Early researchers found it difficult to Find & common

ground among variouws leaders. 9 However, modern methods of

Go Ibid., p. 84.
7. o Ibid., pp. 210-11.
. Cathcart and Larry AL, Samover,

{(Dubugues: Wme C. Brown Tompeé

i, M

n. SLE.




ressarch have made the search esasier to acconplish.

The purpose of this study is to test the following
hypothesis: There is a significant difference in personality
traits as measured by Cattell’s 16é Fersonality Factors
Gusstionaire between educational administration and ths
general population.

k

[1}]
j=i

H

L _QF _TH

The subjects for this study are elementary and secondary
3 ) ¥

school administrators, principals and abhove, in the Cook County

area. Two hundred fifty adninistrators were chosen at random

trom  Ihe guburben School Di ¥ 10 which lists

administratmrg from the subuwban Cook County ares. The two
hundred fifty administrators were made up of one hundred fifty
principals, fifty assistant superintendents and fiftvy
superintendents. & questionnaire. & copy of which can bs
tound in Chapter (11, was sent to each of these administrators.
In addition, each individual received a copy of Uattel’s 1é
Fersonality Factors test to be filled out and returned. From

this random sample, ninty eight responsss were recelved.
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The Cattell test was chosen for several reasons. First
of all, since administrators are uswally pressed for time, Lhe
Cattell test is usetul because it is simple and sasy to
administer. Secondly, scoring is relatively simple and sasy
to correlate. 11 Thirdly, the guestionnaire examines such
characteristics as leadership ability, intelligences, conpsssion
for subordinates and other ilmportant aspects of the individual
personal ity. 12

The Cattell test is also useful bhecause 1t 1is &
multivariate test. A omultivariate test analvses many
measwrenents on one person, instead of one variaible or
process at & time., 13 For this reason, Many Aspes bs of Lhe
leadership ability of an administrator can be analvzed at
one time, and correlated with the success of the administrabor.

All ractores discoversd by this guestionnaire will bhe
analvred to detect a pattern of similarities.

The purpose of these procedures is to ses i+ & patbtern

will emerge that will indicate that & certain personality
and/or backogrouwnd type is more likely than the general

population to attain leadership.

When this material was tweanty Lwo

were chosen at random from the sample for personal intsrviews,

.‘5 D 1o,
L., Ibhid., p. 1%9.
Fao Tbhid. . p. 20
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The purpose of these interviews was to diacdver the individual’s

own analyvsis of his leadership abilities and personmjl voobyme,

and then see hm@ these compare with the guestionnairs results.
Those gualities which cause one to be loved, feared,

Fated or ignored as a leader are varied and complicated.

Mowever , this paper will attempt to show that with‘ail its

variety and complications, the necessary qualities for

i

e
L
=
i
]

leadership can, to some extent, be categorized. Thi

help to ascertain what leadership ig, and isn’t and how one

T
i

may attain the necessary skills to become an seffectiv

aducational leader.

This chapter began with several definitions of

"leadership" and a short discussion of the skills that appesar

to be necessary for leadership. It was mentioned L
difficult to understand the dvnamics of leadership. The

purpose of this study will be to determine whalt common pesrsonal
attributes can be found in individuals who have attainesd
leadership roles in education. Two hundred fifty administrators
in primary and secondary schools in the Cook County ares were
ttell s 146 Persomality Factors Guestionnsire plus a

sent Ca

’,J

demographic survey. Mirmty eight responded. I addition,
twenty two of those who responded were personally interviewed.

The results of these guestionnmaires and interviews follow.



CHAFTER T1

REVIEW OF THE LITERATURE

The purpose of this chapter is to explore the literaturs
in this field in order to ascertain what research has already
been dong. The beginning of the chapter sets up the theorstical
framework of the study. This section discusses the comments of
saeveral researchers regarding general comments on what tvos of
person btends to become a leader and theories of leadership.
The second part of the chapter recounts a number of researoh
studigs that relate to this study, sither because they make
use of the 164 FF to discover leadesrship gualities, or because

they relate directly to educational leadership.

THEQHRETL

;m

£

<AL

The idea that certain personality bypes are more likely
Y ¥ ;

e
O
=
i

becoms lsaders has been researched for a long time, for
most part unsuwccessfully.  Btogdill and Gibbs, after much

research, conciuded that, "numerous studies of the personalities

of lsadsrs have failed to find any consistent



which characterize leaders.” | Cartwight and Zander wote,
“On the whole, the attempt to discover the traits that

i1 =

distinguish leasders from non—-leaders has been disappointing. ™ &

However, some resesu-chers have found a few notable differences

in leaders. Cartwright and Zander also mention a report that

leaders tend to be slightly taller, and slightly brighte
those they lead, 3 but this has no great significance in
i terms of personality.

Bell states that in the study of the relationship bhelween

personality traits and leadership, no pattern of traits
emerged.  He states, "Leadership itself is known fTo be s

comzplex, and probably not consistent, pattern of functional

"4 His opimdorn is oloser to the idea thsat lead
is detsrmined by situstion and functicon, and nobt by any

particular personality braits.

Fegarding the isportance of mobivation to leaders

SaYE,

Bacauwse each man has a hierarchy of needs whicoh
him in &ll aspects of his life, the mamager must
vitally interested in und@WELundlnq Fis own and
subordinates® motivational patterns. Motivation
huwmvnrq e oa complex rhmnum zron which cannobt be
““““ Lely o the basis of man’s need structure. 5

1o Rohert 5. Cathoart and Larry &. Samovar
(Dubugue: Nll[lﬂm f. Brown Company, 197
o r;i)_ll,,,( [a < ]
e Ihide, Do
4. Wendel Bell,
Hall, 19707,
e Douglas Co

(Rmerican Ma




Berne also fesls there is a split of personality within
the individual. He believes that it is difficult to tie an
effective leader down to one pereonalitv. He states, "The
effective leader has many "personas’. &s parental figures,
some were stern and some benevolent, in plavful moods, some
hehaved amicably and some execrably.” & In other words, the
gffective leader adjusts his "personality” to what & given
situation seems to reguirs
Besler basically agrees with this divided persomnality
icsa. He bhelieves that etfective leadership reguirss many
different skills, that is, different skills are reqguired to

handle dif+erent problems. 7 For this reason, & single leader

P .

may behave very differently in two different situsations. Also

3

& single leader may be very effective in one situation, and
less effective in another.

It is difficult to detfine exactly whalt is meant by
personality. Hanlon defines personality as follows,
"Parsonality i v . « a pattern of ildeals which the individual
=« o« intends to achieve. To achieve these, acts are placed.
When these acts continue over a period of time, they may he

described as habits." 8

- Eric Berne, T

(Fhiladelohiac w0
7. Duane Besler, !WL4u

MoGraw-Hill, 197
d. James M. Han1an.
Thegry_of
Nadawmrth5

{Mew Yok



Cattell as well defines personality. He states,

tpragrasonality ie that which permits prediction of what
person will do in a given situation . . . Fersonality
ie concerned with all the behavior of the individual,
opvert and under the skin.'" 9.

Fnowles states thalt personalitvi

o o "

aoth

1s intluanced and molded mainly through the values and
norms of reference groups.  BEven though a membar with

such a commitment to a group later leaves 1t, his
pereonality will have been indelibly atfscted by
affiliation with that group. 10

He further statess

With respect to the formation o

individual personalitiss,

+
culture operates as one of a series of factore which also
includes the phyvsiologically determined potentialities of
the individual and his relations with other individuals. 11

Frnowles recognizes bwo gensral concepts of per

the robot concept and thes pillot concept. The robot co

11

is a cultwal concepti personality is made up of

sy

ounded range of potential individual development". 13

ity -

noept

a genetical ly

Bayond

that, personality depends on a reflection of one’s cultures,

first as edperienced through his parents and later by othse

reference QEoups. The acceptance of avthority is innate and

genetic. This is an objective view of human behavior.

7. Emmett Earl Baughman,
Btudy_of the Iodividual
Hall., 1972), p. 9.

10. Henry F. Enowles, Fersenality

1971, (Reading. FMassachusett

pro. S4-3,

Thide, p. 45,

Ihid., pp. 4550,

[

Pl fe

Thyes




11
pilot concept is a subjective view ~ the inner workings of the
numan mind are the real key to personality. Man has ﬁhﬁ [ CWER
of choice and can pilot his own couse. 13 The chied goal of
the ihdividual ig to actualize and madintain himssl+, The- goals
and objectives of each individual are different.

Laird states that "human-—ness" is a majior tactos in
successful leadership. 14 This is an aspect of personality
which is in some ways difficult to analvze. He also fesls
that the legader is in turn affected by the smotions of othsrs.
Me belisves that the fear of being disliked and the inabiliity
to deal with the "normal hostility"” in any situastion can cause
the leadsr to be unable to act and will wvndermine the positive
things he is able to do. 13

Jurng divides personality types into two kinds -
extroverted and introverted. 16 In 1934, he desocribed e
two basic types as follows:

When orientation by the object predominates in suwech a @ay
that decisions and actions are determined not by subjective

views but by objective conditions, we spsak of the
extroverted type. 17

The introvert is distinguwished +rom the estrovert by the
fact that he does not, like the latter, orient himself by
the object and by objective data, but by subjsctive
factors. 18

13, Ibhid.. p. &0,

14, 0. AL Laird, &
York: Harper—-Row,

1. Ibhide, p. 194,

1h, Sarl Bustav Jung,
University FPress,

17. Ibid., p. 333

18. Ibid., p.

fgrehip  (Mew

(Frimoetons




Cattell says of Jung, "Jung has argued that svervons
shows & split between the conscious personality - the persona -~
and the unconsciouws — the anima —~ the drives which are rejected
from the persona tending to +ind expression in the anima.” 19
So Jung also seses a personality split within the individual.

Farley found, after investigating & large number of

leadership studies, that a nunber of characts tics ars

iﬂ

treguently attributed to effective school leaders. The
characteristics are’

1 @ sense of "mission',

atrong,. creative and bold personality.

¥
=
iy

v

Ze high expectations for students and staff, and

4. more time on task than less successful leaders.

Thess studiss would also indicate the need for b o

i

aeducational leader. Ferris ha

ift

an interesting definition of

leadership. He states that leadership e

iswts in ¢ M

!

rather thamn in reality. 2 It is an inference made about a

personts behaviors and how they are interpreted — he 18 &

i

leader becauss h

]

= il perceived azs & leader. But Ferris also

-

later states

i+
o
o

it

there are some identifiable leadership

nehaviore., He states that the most notable lesadershino behaviors

’ pirmarod Cattell. { 1=

Soi-fArt Publishesrs, 19410, pp.

A I = Fﬁr]wy "Some Characteristic
Srhools", H”'—’l”JLm_.bE.C_Dwff"t"'f_
e 2.

Zle G. R. Ferris and K, M. Rowland, "lLeadership,
arnd Influsnce”, b e ] st (Decembee,

Leaderm

(D ing,




173

are the ability to initiate structuwre and cmnaidewatign + o
the followers., 22

Brown states that the chief attributes of the sffective
leader are sensitive understanding of human nature, understanding
af the self, integrity, & sense of total responsibility,
decisiveness, and the couwrage to sustain his decisions. 23
Bernnis considers the most important persomnality characteristic
of leaders to be integrity, dedication, magnanimiby, bhumiliitv,
ppanness and creativity. 24

Betzels gives the following detinition of personaliz

Fersonality is the totality of what can be cbserved about
ar individual, including hie habitual behaviori perso i
ig the exdternal -stimulus value of ong individual for
ancther individual or groupi and personality is the
internal motivation system of an individual that determines
his wunigus reactions to the environment. 25

onality

L.

Co Burt states that the concept of personality cannot be

isolated. He savs:

(the individual is never an isolated unit and) whabt the
pevchologist bas to study are the interactions beltweern a
"oeresonality” and an "environment'" — the behavior of a
dvnamic mind in a dynamic field of which it forms a

‘

part. L6

Cathcart and Samovar mention several authorities on what

Ibidey p. 1071,

James Douglas Brown,

{New Yordk: Harper-—Row,

24, Warren GH. Bennis, T
anlt _Lead 17968, p. &

£3. Jacob W. GBetzels, James M. Lipham and Roald F.
Educational Administration _as ;
Harper and FRow, 1968), p. db.

Zh. Lathcart and Samovar, p. Sédb.
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)
type of individual becomes a leader. They state!
Flato believed that only a select few men with supsrior
wigdom would be leaders. St. Faul said only those
appointed by God could truly lead. Machiavelli +felt
that only those princes who demonstrated ability to
arganize knowledge and power to mest political and
military challenges should be followed. Hegel and Mars
doubted that any individual has superior strength and
influence, bhut rather, some men understood history and
the power of events and were able to lead by making
paople aware of the direction and force of socio-economdo
changes. This obviously oversimplidied descripbion of
various theories of leadership serves only to show why
it has been so difficult to arrive abt a theory of
leadership or agres upon the characteristics of a leader. &E7

Leadership is a problem in many areas. i

_etter rmotes that the leader of & group

must be the powsr center of that group and must set the pace

in drive, efficiency and enthusiasm. 28 The effective leader
should also have a genuine interest in people, since bthis lesads
to a more poised and self-confident personalityv. Communications
skills are essential to the success+ul leader. Ferswasion is
egssantial to lesdership, and can only be accomplishesd through
eftective communication. The Royval Bank suggests, "The best

way to get anvhody to do anvthing is to make him want Lo do

it, and it is therefore advantagsous to give

not orders. Make the person fesl bappy aboul

suggest. " 29 The leader must also show confidences in the
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Maslow mentions ancther characteristic that would be

usaeful to the leader. He states:

The comnplete absence of frustration is dangerous. To
e strong, & psrson must deal with frustration-toleras
the ability to perceilve phyvsical reality as esssentially
inditferent to human wishes, the asbilityv to love othe
ard to enjoy their negd-gratification as well as ones’
owrr (ot to wse other peopls only as means?.

3

G he believes that a characteristic one normally thinks of

é
id

i,

in & ma@ativ& fashion can be in some way positive.
Love feels that the increased specialization of today’™s
bursadoracy limits the view of the individuaal. He states
that the specialization, ". « (makes it difficult for the
leader to actually care %QF the organization. fhelr passion

oA

then becomes to gain and hold power for themsel ves. 28 Th

i

personal characteristics of the leader that we always think

ot as necessary for oa good relationship with the follow

.
LI EET

may be missing in the highly specialized bursaucratic le

Murphy +ound that leadership traits are fluid and that

individual charactesristics change with the situation.
gxample, a person who is usually dominant may becoms shy when
Placed in amn unfamiliar situation. A trait thalt ie positively
raelated to leadership in one situation may be negatively

related to 1

Therefore, according to

wcdership Ln anoth

Amecciation for Bupesrvision and Currioculam
Yearbook Commitiee, 1962, Fercelving, Behawvi
New Force_ in_Education . p.
Love, p. 4.

Shaw, p. 251,

a2




Murphy, it is difficult to accocurately measure personal ity
traits that relate to leadership, becauss the ftraits may

eriet within the individual at one point in time, but not
pe present at another.

Fieldsr has developed & model of leadership sffectivensss.
Leadership stvyles are identified by the égmePC soores of bthe
leaders. 348 The participant responds to a guestionnaire
ranking his most preterred and least preferred coworksrs on

zpveral characteristics. The ASo score fassumsd similariiby

H

of ocpposites) is found by comparing the ratings of the most
and least preferred coworkers., A great difference in scores
causss a high score and a smaller difference causes a smaller
S, Thg LFC {(least preterred coworkerd is based on haow
the individual perceives his least preterresd coworker. It

e thinks highly of this least preferred coworker, he has &
high LPC score. I+ he is highly critical of this coworker,

he has

i1
5

bow LFC score. The high LFD individual is usually
more satisfied with the interpersonal characteristics of his
job than the low LPL individual.

Fiedler states:

High LFC lesaders are concerned with having good i
Felations and with gaining prominence and self-est
these interpersonal relations. Loy LS L

e v ooy

Sb. Ibhid., p. 337,
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with achieving success on assigned tasks, sven at the risk
of having poor interpersonal relations with fellow

e

wonrkers o . o« 357
Shaw sums up the ideas of Fiedler by stating the followinod
A task-oriented leader is more effective when the group-task
situation is either very favorable or very unfavorable for
the leader, whereas a relationship-oriented leader 1s more
effective when the group—task sitwation is only moderately
tavaorable or untavorable for the leadsgr. I8
Atter working with this theory for approdimately 15 vears,
Fiedler makes three major points regarding the relationships
stwaen leaders and groups. They ared
betwszen 1 d oo ouwg Fhey &
(13 The effectivensss of the group is contingsnt wupon the
appropriateness of the leader’s style to the specific situation

in which he operates. Most people are eftective leaders in

some situations and ineffective in certain others,

(23 The type of leadership stvle that we find most ef+ective

depends upon the degree to which the group situabion

the leader to exert influsnce.

¢
i

{3 I+ leadership effectivensss depends nobt only upon
leadership style but also the group situation, we can either
make the leader it & specific group situation by selection
oF training or we can engineer the group ﬁituafign e Eit
the leadar. 39

37, Ibid., p. S38.
I8, Ihid., p. 344.

2%, Cartwright and Zander, p. 3&37.
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Ghaw also states that in other laboratory studies using
procedures very difterent from Fiedler’s similar results have
heen obtained, 40 which seems to indicate that this model has

SOME vmlidity.

]

Sol levine states that there are basically fow Lvpe

H

leaders: the charismatic leader, the organizational leadesr,

+

the informal leader and the intellectual leader. 41 Tives

charismatic leader inspires his followsrs by the exoression

¥ his own emobtions. He is able to perosive the feelings of

th

i

followers, and dramatizes the enotional aspects of fThe

CImOL . The organizational leader ercels at the dav-to-day
tunctioning of the admihiﬁtratimr. His greatest skill, albeit
perhaps superficial, is spesed and amount of work prodoaced. Fie

informal leader is often not percelived as a strong leader

because of his inarticulateness and closensss to the follovwers.
Howsver, his skill as a leader is based upon his sensitivity
to the feslings of the menbers and his ability to work with
people in & warm, flexible way. The intellesctual leader is
adept at the definition and discussion stages of participation,
but doss not alwave work well with individuals and does not
Always @asily put his ideas into effect. Howeswer ., ils

acknowledged intellectual superiority gain him the deEct

R o

40, Shaw, p. 545,
41. Cathcart and Samovar, pp. 386391,



ot the followers. Levine feels that most leaders will fitl
into one of these fow cateqories,

Cartwright and Zander mention othsr criteria for the
effective leader. They state:

Amorg the values more commonly invoced in determining
criteria of "good" lgadership are high morals, high
productivity, popularity, equalitarianism, and
aunthoritarianism. In regard to such matters &as
popularity, group morale., and productivity it has oeen
possible to obtain guantitative measwess and to demonstralbe
that certain kinds of leader behavior produce more of b

valued properties than do others. 43

They +further state:

Effective leaders are sensitive to the changing conditions
of their groups and flexible in adapting thsiv behavior to
new requilrements. The improvement of leadership may
expected, not from improving leaders apart from the g
But by modifying the relations betweesn leaders and i
rest of the group. 43

Jerry Fapp, president of Fhi Delta Fappa, states that
i order for schools to gain the contidence of the pubklic,
adninistrators must change their attitudes. This is part of
the function of leadership. There are several things the
administrator can do. 44 They showld stop discrediting and
attacking sach other. Thaey shouwld acouwire the will to make

changes and not belisve "rumors" that they sre powerless.

They should stop dealing with petty grievances and deal instesd

Cartwriaght and Zander, p.
43, Ibid.. p. 304,
44, Jerry FHopp, "Confidence Through Accomplishment',

News, Notes and Gug . AWinter, 1983
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with major problems. They should also try to re-establish a
sense of lovalty to the institution.

Hollander finds that there are three elements invol ved
in leadership — the situation, the leader and the followsrs. 45
The situwation concerns the task, resowces, social structuwre
and rules. The leader is moved by motivations, personality
characteristics and competence. The +tollowers are also moved
by personality characteristics, bubt by their sxpectations as
weell., The followers have certain expectations of the leader,
and the leader’ s success or failure is certainly at laast

gartly dependant wpon whalt those expectations are.

In his book PFPowers of Mind o Adas Swith finds an unuasual

incentive to leadership - game plaving. He beliesves thelt soms

people percelve leadership as & game, which he can Ywin® o

"lose", depending wupon his degree of success. Even in busineg
he sees his incentive working. He states, "Many people in the
world of money did not pursue mongy as the object buh rather as
& process in a game to be plaved.” 46

This is a very different way to look at leadership, but
it does suggest interesting possibilities. Ferhaps some

innovative leaders gain inspiration for their work by the

'winsg" and "losses" of their "games. Indesd, Michasl

Hdam gmlth (Mew York: Random Houses,
-

1975, p. 242,




in hise study of leadership types calls one the “"gamessman®. 47
Thie is the leader who thrives on competition and doss nob
mind taking a chance, He is a team playver and competes not
to gain followsrs or earn money, but to gain fame, glory and
the erhilaration of victory.

Frnwzevich identifies the chiet functions of the leadesy
as follows, " how to stimulate personnel to best performance.
ow to inspire continuous professonal development, and how
to maximize the output of educational ssrvices are challesnges
to leadership.” 48 He specifiss bthat the administrator wsaally
doss nolt attack goals himself, but must work throwogh others to

achieve institutional geoals,. Theretore, how the administrator

relates to people will wtimately determine his degres of
SUCCESS .
Frezevich defines leadership as follows:

lLeadership bas been concelved of as (1) an attrimm
nersonal ity (symbolic leadershipry, (£ a status,
o pasition recogrnized in a formal organizational o
(formal leadership), and (3 a function of :
in an organized group (functional leadership).
18, in essence, concerned with human energy in orgE
groups. 49

For the purpos of this paper, svymbolic lesadershin is

47. Maccoby, Michael, The
Management (Mew York
Stephen J. Enezevich, Aot
{(New York: Harper and Row,
4%, Ibid., 9. 81.

453,



the most meaningful. Irving Enickerbocker mentions saveral
aspects of symbolic leadership. 30 First he discusses
charismatic leadership - this is the individual who is recognized
as a leader in terms of personality traits such as enthusiasm,
forcefulness and perseverance. He then mertions physical

sire as related to leadesrship: ogften the taller individual

ig regarded as more like a leader than the shorter individual.

He points out that in 14 out of 15 premidéntial elections

From 1904 to 1960 the taller candidate was elected. His nest

clesire

point is the romantic concept of leadesrship. Thaere is

i

among people for o a "father image" or "secwrity svmbol® -

superhuman who can solve all problems, has unlimlted powers

and possesses none of the usual faults of ordinary pe

Theretore the leader is often perceived as largsr, stronger,
more intelligent, more matuwa,. more cultuwred and more LnDresst ve
than the ordinary individual. He points out that this concept
of the leader works better at a distancesd the closer the

foallowsr iz to the leader, the sasier it is Lo sss his

impertecti ons. “A "distant” leader, such as a president. can

sometimes hide behind a personality myih i+ he can avold

revealing much of himseld to his followsrs,

mentions that thise btype of romantic mybh can work 4o

gducational administrators, such as the supesrintends

A0, Ibhid., pp. 81-Z.
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targe district, who cannot possibly have personal contact with
all of his followers. They may be more inclined to follow a
mythic leader sold to them through a public relations policy
than to follow a mare human with whom thevy hévm e direct
contact.

Getrels and Guba ldentity fow common leadership styvless
Cthe manipulative or pseudodemocratic leader, the nomothebtic

fer ., 51

leader, the idiographic leader and the btransactional le

The manipulative or pssudodemocratic leader gives the impres
of being democratic even when he isn™t. He makes his wishes

J..;.
H

Enown and appoints a committes o scolve the proslem, bub the
committee is actually a rubber stamp that just legitimizes the
wishes of the leader. The nomothetic leader puts the imporbtancs
aof the individual . He gtfeasea Following the proper rules and
procedures and i not particularly conoerned with th&’w&l$arﬁ

Qf his followers. The idiographic leader is just the opposite.
His concern is with the individual personality and ego -~ bhoth
fHie own and that of his followers. He is willing to bend the

rules and to sacrifice some oF the institutional demands in

order to meelt individual needs. The tramnsactional leadsr

& combkination of the nomothetic and the idiographic leadar
He triss to consider both institutional goals and individual

Needs, and trigs to judges sach occasion seperately, so that

1. Ibid.. p. 89,



the

somatimes the institution is predominant and sometim
individual. Frnezrevich states that while theze terms are
relatively new and not in general use, the transactional
1eadet will probably bhe the leader of the fubtwe.

Unruh and Turner list several personaiity characteristics
that can be attributed to the sffective leader. They are a

co-operative natwe, good manners, ethics and empathy. 32

Arareness of human relations is essential to the suce
administrator.

Over the paat.ﬁevaral vears, a nunber of resesrch projects
have been reported that relate to leadership and personalitv.
Al though none of these studies duplicated what is done in this

paper. there are some similarities. Some recent studiss of

this matuwre +ollow.

William Ivan Erickson of the University of Southern

California compaire e 19467 -8 NAREF administrative inbterns
Californ Cin o the 194678 NALRBPF administretive inbers

with a 1965 study of administrators in Clark CDounty, MNevada., 53
The interns were given the 14 Personality Factors guestionnairs
v g

in September and again in April, after seven months as interns.

The ages of the interns ranged from twenty six to thirty five.

G, Adolph Unruh and Harold E. Turnar

and_Iinnovation (Boston:
G3. William Ivan Eri*k%nnﬂ
17 ” 8. !.‘r“?*"" ““F.

re , Wniversity of Sowbhern California 1549



i
f the one hundred fifteen interns, one hundred nine individuals
completed both forms of the gquestionnaire. I the first test,
the interns were signiticantly higher as assertive, Mappy oo
lucky and ventwesome., Duwing their seven months of exparisnoe,
the results of the second test showed some changes. The interns
became higher at a .01 level in shrewdness and sxbraversion,
The study that was most closely related to this one done
v Richard Fenkava of the University of Soubthern Califormia. 54

The study regarded the personality characteristics of hi

Hu]

school principals.  fAs subjects Penkava chose tmited Dtates
Dependant Education System — BEuropesan frea principals in Mav
ot 197E. He sent these individuals Forms & and B ovr Cattell’s
e PF.  Thirty responded.  Then referring to the NARSF Durvey
of Senior High Schogl and Junioe High Scohool Principals,

Fenkava compared his subjects with NASBF interns. The principals

were found to be significantly more tender-minded, imaginative,

torthright and expedient, but less experimental, intelligsr
ot e

and relaxed. When compared with selected USDESER tesachers, the

principals ranked as less esxperimental. Whaen compared to the

general population, the principals scored as mors intellid

tendsr-minded, outgoing. enctionally stable, assertive,

S

ln1vwrﬁ3‘y ot

fArea



ventuwresome, lmaginative, self-assuwrsd and sxperimenting.

John L. Townley of the University of Southern California
did a similar study in which he compared characteristics of
innovative teachers with an earlier study of innovative and
non—innovative administrators and with the 1946768 MaBEF
administrative interns. 35 For the study. Townley used forty
thres teachers who had been chosen as innovative by two o
morse administrators in the Torrance Unified School District.
Al subjects were given Forms A and B of Cattell’s 1é6 FF.
Compared to innovative administrators, the teachers wers
significantly more sxpedignt, tender—minded, imaginabilve,
Forthright and creative. Compared to non—-innovative
administrators, fhr tu wchers ranked significantly higher on
the above, 4as well as more stable, assertive, happy-go-lucky,
ventuwrssome and seld-assursd. Compared to the interns they
wEre more reserved, stable, edspedient, tender-minded,

imaginative, tforthright, conservative and controllsd. =

conpared Lo the general population, they werse more intelllgent,

stable, tender-minded, imaginative and creative. Demogranhica

the subjects were nineteen maleg and thirty four femalesi: the
meecdi an age was thirty one to thirty fives; twenty two bad
Bachelor®s degrees and twenty one had Master®s degreses. and

i

5% . John laurwnre Towrl @y,
P ¥alnl 2 _Teacher
University of
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the average length of time in teaching was six to elght vears.

Christa Margarete Metzger of Arizona State University
used the Peel Detfinition of Leadership to conduct a study. 36
She chose 964 administrators who were randomly chosen from
gschool districts across the entire country. Only those school
districts with a student population of over ten thousand were
considered for this study. There was a high level of agrsement
among administrators with the Feel Detfinition, but sinoce no
attenpt was made to determine why administrators agreed or
digsagreed, the conlusions are not very useful to this paper.

Elizabeth EH. Shipman of Ohio University did a study of
individual personality types. 57 She chose at random & number
aof teachers from thirty twe sdperimental Career Education
school districts in Ohio. Using the LEAD-Self instruments, a
sel f-perception measuwre, she ldentitied 397 teachers as having

a dominant personality type. The LEAD-Self instrumsnt also

i

showed that of these individuals, 7% were "high relationship

people, who valued social interaction. Omly ten of the subj

Fegistered as "low relationship” people. The fact that dominant

peresonality tyvpes are also high relationship types doss nobt s

T Lhr1mt Nmrﬂarﬁtw Metsger,

I L N &0 21
abeth Barton Shipman,
_Related _to_ fhm Loz
abiona fwmhh
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gurprising, and Shipman deoes not explain any additional
asignificance to this fact.

Gary Jahh Wexler of the University of Soubthern Sa;i%mrﬁia
did a personality research project involving elementary school
teachers which used the Cattell guestiomnaire. 58 He asked
twenty eight elementary principals to select sixty six teachers
they considered innovative, using the Teacher Characteris
and Fractices Checklist (TCFC). These chosen teachsrs wersg
given Forms A and B of the 14 FPF and the Dobmann Survey of
Teachers” PFerceptions Toward Educational Innovations and Changs
0+ the sixty six subjects selected, sixty thres cﬁmplat@d the
guestionnalres. On the Dohmann scale, thirty seven scored high

on openness to changs The thirty five ftemale subjects out of

the sixty three wesre then compared with a sample of
temal & teachers, who were Hot specifically chosen for dnmovation.
The research subjects scored Signifiaantly highesr on the
following 1é6 FF scales: self-asswed, group depsndent,

intelligent, emotionally stable, enthusiastic, ventur

tender—-minded and imaginative. When the elementary school
group was compared with bthe group of secondary school teaschers,
the elementary school teachers were found to be more shrewd and

mare conservabive.

B, Gary Jobn
Elementary_
University
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Rornald James of the University of Massachusetts correlated
a personality test of elementary school administrators and his
own instument to measure perceptions of subordinates. 5% He
found a moderate level of congruity.

Marjorie Maynerd Cabe of the University of Oklahoma
comparad behaviorai profiles of successtul educational
administrators with their behavior expectations. &0 Cabe
found there were fouw distinct tyvpes of composite proftiles
which were fairly consistent in terms of expected criterion.

William Edwa}d Miller of Arizona Btate University compared
personal systems of business faculty and business leaders using
Form D of M. Rokeach®s Value Survey and found that faculby
mambers chose such values as helpfulness, loving and
Rroadimindedness. 61 Business leadsrs, on the other hand,
chose ambition, couwrageousness and imagination.

Marilyn Joan Eendall of the University of Soubth Carolina

administered Cattell’s 16 FF to ninty nine U. 8. Army OfFfilosrs

arnd compared these results with peer svalustions for the

3%, Ronald James,

A_FParadiagm_for L
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officers. &2 She found that peer ratings were inconsistent
+rom rater to rater and that theses results did not corrslate
highly with the results of the Cattell test. In other words,
the ofticers saw themselves differently than did their L@erd;

Jane fAnne Dietl of the U. 5. International University
gave the Umaha Comprehensive Myver-—-Briggs Type Indicator
{personality? to 129 administrators, third level of manager
to president, at Northwestern Bell., 63 She found the best
rated traits to be sensing, thinking., judging and sxtrovert
tendenclies.

Winifred Fhillips Scott of the University of California
tried to determine what variables contribute to leadership

among female occupational therapistes. &4 She sent her own
p- F

&

survey to 405 leadsrs and non-leaders and determined that o
lepaders, on a whole, had begun to lead sarly in lite, were

more active in sports and many had sponsors who helped them
in their careers. They also had gspent less Lime unsmployved,

married less freguantly, and when married, had less ochildren.

Shannon and Houston did a study comparing the persornality

éald, rian- Jyrw‘lmar:l{ermhallﬂ
' ong . H._
Gouwkh C

drnllnaq
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elt w
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. S. Internati ] UHLVPrmlryq 1981,
ad, Winifred Phillips Scott, W
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traits of college students betwsen the vears 1971-2 and 1977-8.
For his study he chose 2,181 male and female undergradaate and
graduate applicants to the Collegs of Education at the University
of Northern Colorado. 63 1,164 were from the 1971-2 school vear
and 1,017 were from the 19778 school vear. ALL took Form & of
the 1a FF. The results showed that the 1977-8 students wers in
geEneral mnore @xtrmv&rted,»batfer adjusted, less radicel, more
suspicious, less tense, more assertive., mors enthusiastic, more
venturesome, more consclientious, more sel+-assuwread, mors sSsCure,

more conservative than ths 19271-2 students. Howuston states,

"1t appears that the alienation, radicalism and

that seemed to affect college students in the late 1960%s

¥ :‘

cended to decline in the 19707." &6 However, he states that

cadticorn should be taken in inferring too much from thess

Todd Hoover of Lovola University conducted a study to

+ the 16 FF and/or grade point average could predict success

[%S

Lnoan Educational Media class. 67 For this study he choss 110
students who were errolled in Educational Media dwing the
school yvears 1975-6 and 1976-7. Most of bhese studenbts wers

majoring in elementary education. AL1 110 students fook the

[R5 4]

&5, . F. Bhannon and 5. Howustorn, "Personality Factors
Dollege Btudents from Two
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164 FF. Hoover found that neither the l1é& FF nor grade point
average couwld be used éﬁ a predicter of success 1n this Course.

Although Cattell sets seperate norm tables for males and
females, Stroup and Manderscheld found evidence that these are
not really necessary. 68 In & study of 1,102 male collegs
students and 1,047 female college fsn.xden“rr~ who had taken the
14 FF, they found only moderate differences betwesen the twoe
groups, so they concluded that sex differences ars not isportant
orn the 1é6& FF. However, Cattell +felt that even thess modest
diff@r@ncgﬁ were significant.

Jackson states that a number of studies in whan schools
indicates & need +for ”Etrmng ingtructional leadsrship” to maks

these schools successtful. 49 .To test this idea, he prepared a

serigs of questions to assess the perceptions of administrators
and teachers related to the instructional olimate in their

f

school s. These questions were based on the School Effectivsness

Situdy. 70 The instrument was given at sightesn Washinghon, D. .

public schools in low income areas. Four of thess schools wers

designated as successful and four were designalted &8s Unsuon:

. AL L. Stroun and K. W, Manderscheld, mnml«fi‘
Gender Variations in 1é FF Second-order Per
dournal _of Experimental Education . wum-—!
F. 118.

H7. Bhirley A. Jackson, David M. Logsdon and Nanoy B,
"ITnstructional leadership Behaviors: Differentiating
Effective from Ineffective Low-Income lrban SBchools®,
Urban Education . (April, 19837,

0. Ihid., p. &0,
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Success was determined by fifty percent or more of the studesnts
performing at or above fifty percent on the California Test of
Basic Bkills. The principals in the successtul Eﬁhﬁmlﬁ WEr &
sean by their teachers as more supportive of teachers, more
assertive, involved in more areas of school life and more
vigifle in the halls. The principals in the less successful
achocls were seen as more permissive and informal. This ssems
to back up the idea that strong leadership tends to lead fo
greater success in wrban schools.

In personality testing, Auld stated that pesrsons of the
middle-class tend to get more favorable scores than lower-olass
sub jects, but he‘atated that this is probably because of social
factors, not that one group is "hetbtsr adiusted” than the
other. 71 This tactor should be considersed when giving
personal ity teshs.

Marvin E. Shaw States several hypotheses to explain the
dimensions of leadership. They are:

(12 Fersons who actively participate in the agroup are mors

likely to attain a position of leadership than thosg who

i
i

5

participate lese in the group™s activiti

I

o

(2 Fossession of task-related abilities and skills enhances

attainment of & position of leadership.

sonal ihy (Madisaon: Drew University,



{3} Emergent leaders tend to behave in a more authoritarian

marnner than elected or appointed leaders.

(43 The sowce of the leader’s authority intluences both the

leader’s behavior and the reactions of other group members.

{5 Effective leaders are characterized by task-related

abilities, scociability and motivation to be a

E6r) Democratic leadership results in greater member

satisftaction than autocratic leadership.

gt

{7 Leaders tend Lo behave in a more auvuthoritarianm manner

in stressful than in mnonstress+dul situations.

{87 The degree to which the leader is sndorsed by the oroup

mambers depends upon bthe success of the groun in achisving

l=s.

=

its gos

(9} A o task-oriented leader is more eftfective whesn the
ogroup-taslk situwation is either very favorables or very

vntavorable for the leader, wheresas a relationship-orientsed

situation is

sader ls more ettective when the group-ta

orly moderately favorable o untfavorable for the leader.

Shaw also states that he has found numerous studies that sesm

to indicate that the individual who attains a leadership @o

Marvin E. Shaw, Group Dyvnamics iNew Yorks Mobras Hill,

1981, pp. 3434,
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tends to exceed the average population in intelligence.
scholarship, dependability in axewciging Fesoonsibilities.
participation in group oriented organizations and soclosconomic
status. He mentions other studies that indicate the AVEr AQS
leader excels in sociability, initiative, persistence, knowing

how to get things done, self-confidences, insight, cooperativens

popularity and adaptability. Shaw groups all of thess abilities

inte three general catagories - group goal facilitabion

{abilities necessary to attain goals, such as insight 1

o+
™
L

intelligence), group scociablility (abdlities that are necessary
kean the group going, suwech as sociability and coopsrativensss) and

individual prominence (abilities related to the person’s desire

for recognition, such as initiative and seltf-ocontidencel.
I'm short, he believes a potential leeader must have organizational

slkills, he must be able to work well with others, and he

have the desire to be a leader.
1

Shaw discusses a study by Michensr and Lawler related to

how & group peroeives a leader.  They found that in gensecsl

laeader was perceived to be succsss+dul i+ the group 1t
sucecesstul , 1f reward distribution was hisrarchical, and 14 ths
leader was not vulnerabls to removal from offics. 74 Shaw

believed Michensr and Lawler found these resultes Decauss Qroups

FEL Ibid., p.
v

bo Thidey p.
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A8
gxpresses goals in line with these valuess. Thus, he
reintorces and may even infuse a sense of value in peopls
who now feel thalt what they are doing has become valuable.
There can be no single sternal model of successdul
leadership. 77

Thus, whatever the leader does that instills a sense of worth
and accomplishment in the followers makes him a successful
leader.

Maccoby feels that as times have changed, the type of
leader who will succeed has changed. We all want someons who
can solve all owr problems, but we have come Lo reject the

avtocratic leader. He is not exactly surse what ths new model

of leadership will be, but he states, "Only i+ we are abls to

renounce the wish for authority, the leader who solves &ll
problems, will we gain the clarity to choose lsaders who
srcouwrags us to solve them together.!" 78 He goss on to state,
"leaders succeed only when they embody and express, for bstter

o worse, values rooted in the social character of group, olass

ar nation.” 79 However, he sees thisg emerging leader as negative

in some ways., Three negative traite are cbhserved by Macooby.

The traits are;

an other—directed marketing orientation, alienat
detachment and diglovally., whers people tend to
integrity for status: wndi iplimed sel+—-indulg
and an escapist, consumsr attitude, fantacy and

Michael Macocoby,
1981, . 14,
FE. Ibid.s p. 22
R, Ibid., po.

ader . (MNew York: Simon and B




entertainment which one rationlizes as self-fulfillments
cynical rebelliousness, and attitude of getting as much
as one can by giving as little as possible, rationalized
in terms of rights and entitlessnte . . . The negative
character lacks a sense of self and meaning bevond
satisfying limitless, enslaving "needs",. 80

Maccoby does not see all modern leaders possessing these
negative traits but doess see this atbtitude as a barrier to
ettective leadership in the present. But the successiul
leadsr has to be fully aware of both positive and negative

traits in both followsrs and other leaders in his organization,

since all members of the organization are interrelated. Mac ooy

concludes his Sqmmary of leadership abilities by stating,
"Leadership is achieved only by those who understand bobth
their particular environment, including its social character,
and their own capabilities.” #1

In an extensive study of a variety of modern lesders,
Maccoby concludes that the successful leaders of today share

certaln traits. He points out the following:

{17 They are persuasive communicators.

(2 They share common personality traits: intelligences,

ambpition, will, and optimism.
{3 They have a critical attitude to traditional authority.
{4 They are +iexible, competent managesrs wilth a sense of

oy

B0, Ibid., pp. 423,
8l. Ibhid., pp. S9-560,
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reality and its emotional equivelent, & sense of humor.

15 They recognize that profit and effectiveness legitimahe

their leadership and that success motivates.

(&) They are not willing to gain power oF noney Dy going
along with unsthical practice or by pandering to the worst

in people.

{7 They don®t try to control evervone. 822

Maccoby feels that the gap between the successdul

rrois often one of Lraining.

o
i
]
=
i
il

modarn leader and the failed
SBrecifically, he fesls the failwe is in the area of the

humanities. If we are to have better leadsrs, they must be

setter trained in the humanities, Emﬁci#iﬂally writing.,
speaking, religion, ethical philosophy, depth psvchology and

i

history. Mg state

The best soodern managers are well educated in
technology and perhaps law and the ahistorical sg =
seilignces, such as eConomics. But they know lithle history
and lack a sense of what human development means over
Lime . . o They are wnaware thal irrational rules and
institetions were probably once rational seolutions to a

oy

proRlem that no longer exists. 83

While these problems may nobt be as pronouncsd among oo s
liberally educated persons in sducational administration,

the point is well taken that a training in humanitiss will

oy sy

Ihid., pp. 2802535,

IThid., p. 231.
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nelp one to be more aware of one's society and how to function
as a leader in that society.

Glennelle and Gerald Halprin did a study invoiving the
14 FF related to the attitudes and personality characteristics

of education students. 84 They found esarlier resesrch that

indicated that humanistic teachesrs, who were mainly conosrned

with the welfare of their students, tended to have less
discipline problems and more teaching success than authoritarian

tEachers, who were more concerned with subject matier and

N

following the rules. They wanted to destermine 1+ personality
was & factor in this matter. Thay chose as subiects 110

students in an educational pevoheology cowrse for education

maiors ab & large Southeastern universityv. 4+ this number,

forty nine were undergraduate students and sixty one were

graduate students. ALl took the 16 FPF, Form A% the Tennesses
Self--Concept Scale and the Fupil Control Ideology Form. The

B

Ternnessee Self-Concept Scales tests overall level of 2L —msnesm

arnd the Fupil Control ldeology Scale teste on a continuuanm

orrtentation between huwmanism and auwbhoritari and sm. Thie g
were as followss the humanistically oriented sducators wesre
emotionally stable, sxpedient, happy-go-lucky, imaginabive,
vanturesome, outgoing, reladed, self-assuwred and had a hiagh
g4, Glernnelle and Gerald Halprin, "Fersonality Chairac
and Zelf-Concept and Preservice Teachers Related

Fupil Control Orientation’, oL rial
Educaticon » {(Hummer, 1983y, pp.




self-concept. The auvthoritarians were more affected Dy

feelings, conscientious, sober, practical. shy, reserved,

tense, apprehensive and had a lowsr self-concept.  The

Halprims hoped this profile would make it sasier to idenbtify
which students are likely to become more humanitarian feachers

and which are likely bto becoms more authoritarian.

11

This and other similar studies indicate the 1é& FF has
baeen used in a great deal of researcn that does not relats

directly to sducation but doss show the possible uses of the

sl L ONnalre. @ome of these studies attempt Lo

FF as a predicter of success in school couwrses or partioular

arsas of shudy. Bome use the 16 FF Lo form a modesl of
behavior types, such as the one attempted in this papsr for
gducational administrators.

A profile of a similar natwre but with a di%%ér@mt ELm
was prepar@d by Donald Sloat, Rex Leonsard and Fenneth Urial
Lutscn. 85 They attempted to produce a profile thalt could be
wsed to Jdﬁnit*y potential drug abusers. They administered
the 1l& FF Lo forty kEnown adolesscent drug users st the
"Mississippl Bul+d Coast Drug Abuse Center" and to forty

voung people of similar ag

who had no history of derug

A

aliise. & pereonality profile of each tvps was mads o, AN

B%. Donald Bloat, Fex Leonard and Fenneth Urial Gutscoh
"Ultf?]m‘ﬂth Analvseis for Me"nrlnu ch hhthrrmpunf1
hdﬁq?” t_and B :
(Rprily 19850, p. 38,
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attitudes. %1

Ore of the personality factore Cattell measurs
intelligence, which vields a single score. Howesver 1
other writings Cattell speaks of intelligence as having two
forms ~ fluid and crystallized. 22 Fluid intslligence reters

to the individual s abkility bto grasp and adaptability.

Cryetallized intelligence refers to that which one has

through sxperience and edoucation.

ot

Getzels reports an interesting study by Jamss M. Lipham

i1

il

foar the University of Chicago in 1960, %3 Lipham chose

four echool principals in a large Midwestern city.

wEre ranked for edfectivensss by the Supsrintendent of Schools

and fouwr assistant superintendents, all of whom had die

contact with the subjiscts. The princicals then

e

n-.x

Edwards Fersonal Freterence Schedule and the Malo Se

Completion Test. The showed that in general the nore
gftective principals were inclined to engages in strong and
purposetul activilby, have kesn achievement and mobility drives,

like social situations, are secure in home and work environments

emotional caontral.

and have gre

1. ,ﬁwmmnd ernﬂrd Cattell,

Farker Blount and Haney
« (Hostond Litbtle Brown,

F.

ald

Jac ok N.

Liphiam
Eﬁua 3

arvd  H



Fetin sent his own opinion questionnaire to

administrators. 94  The general tone he found regarding
aministrators® perceptions of thelr jobs was optimistic. The
higher the position, the greater the job satisfaction indicated
by the subjects. The gualities these administrators most
valued in subordinates were initiative, coopsration and
professional competence.

Fichard Mann investigated the importance of dominancs
in leadership. Surveving twelve seperate studies, he found

that seventy thres percent of the administrators guestionesd

salid that dominance was important to effective lesdership.
Ewing seeses a relationship betwesen dominance and political
power . He states that for a leader Lo FreEmain in control for
a lomg period of time. he must bave bholbh political powsrer and
dominance.

Thesse studies and theories demonsbrate many of the us

of the 1& PF and other personality tests of & similar naturs.,

LT osome

i
Y
Ixs
i

As many areas of this subject as possible which rel
way to educational administration were covered. Bome of these

studies will be referred to again later in this paper and

similarities will be drawn bDetwesn them and Lthe

the A .

Devaral obther studies using the L& FF oars

74 fAlesander W, Astin,
1 ]
FEH. EwWing, p.

"
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available, but none of them relate directly to the research

nroject reported in this paper.

sUMMARY

The first section of this chapter indicates that although

there are a large number of theories regarding leadsrship,

there does not seem Lo be a general concensus of opindon

what constitutes an stfective leader. The second part of ths

chapter indicates the many wses that have been m
iéH FF o oand other personality tests in this field. The research
indicates the accuracy of the 146 PF, and demonstrates bhat a

wide variesty of personality factors can be identified.



CHAFTER I11

FROCEDURESR

This chapter describes the procedurs followsd in
adminiataring the instruments described in the last chapter
and the statistical méthmda uwsed with this material. The
+irst thing to be discussed will be the selection and number
of participents in the swwvey.  Next the two instrumsnts,
Cattell s 16 Personality Factors Guesstionnairs and the
demographic queatiﬁnnair@” will be described in detail. Thes

next thing to be discussed will be the administration and

3

scoring of the guestionnaires.  Then the statistical methods

to be employed will be described and explained.

SELECTLION _QF PoaRTICIEANTS

i

subjects for this study, two hundred Fi+ty sducation:

e
&
in
Y

administrators were selected at random +rom the
Guide for Cook County » [1linois. 1| This sample consisted of

one hundred fifty principals, fifty assistant superintendents
1. Buburban gchool Guide ., Cook County

47




453

and fitty supesrintendents, in both elemsntary and secondary

it

schools. Each administrator was given a copy of Dattell’™ s
Bixteen Fersonality Factors guestionnaire and demographic

guestionnaire. From the initial sample of two hundred fifby

participants, ninety eight responded.

The Cattell test was chosen ftor several reasons., Byt
of all, since administrators are usually pressed for time, the
Cattell test is useful because it is simple and easy to

administer. Secondly, scoring is relatively simple. I

Thirdly, the guestionnaire sdamines such characteristics of

leadership ability as intelligence, compassion for subordinates

arnd other important aspects of the individual personality. 2
The Cattell]l test is also useful bscauss it is a

multivariate test. A multivariate test amnalvses manv

measurements on one person, instead of one variable or

process at a time. 4 For this reason, many aspects of the

leadership abiliyv of an administrator can be ansalvied at one

vEherm of

1

Time, and seperately correlated to detect & o

pid

similarities.

2 ﬁamuel Farson and Jerry 0°Dell, £
« (Champaigrn: Institute +or
ﬁbllltv TEELlHﬂq 1978, pe 3.

e e

EFo Ihide, p. B3
4. Raymond Bernard Cattell, The Scientitic
Fersonality ,» (Chicago:! Aldine
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Cattell chose his sisteen factors very carefullv. First
he assembled a lengthy list of personality traits taken from
both the dictionary and from psychiatric and psvochological
literature. After combining obvious synonyms, he was lefl
with a list of 171. Then

the 171-trait list was emploved in gbtaining assoclates”
ratings of a heterogeneous group of one hundred adults.
Intercorrelations and Ffactor analyvsis of these ratings
were followed by further ratings of 208 men on a shortened
list., 3

Factorial analysis of these ratings then reduced the list
to the sidtesn factors used Ltodav. Shonts described the melthod
seds

The resulting measuwres are intercorrelated to detsrmins
which tests or numerical indices belong together as
tactors. For example, twenty scales of twenty 1tems sach
might be administered to a large sample of subjescts.
Suppose that a factor analysis of the resulting o
indicated that most of the differences anong subje £
these scales couwld be accounted for by fow independent
tactors. The investigator is then in a position to
construct four new instruments of twenty items sach that
will distimnguish among individuals as sffecisntly . . . &

but with far fewer questions.

The guestionmaire itseld consists of 187 guestions. Eaih
auestion 1s a three selection multiples cheoice guestion. Eauh
of the sixteen items can be scored 2ither by hand or by machine,

and these raw scores are then converted to stens by use of a

5. oAnne Anastasi,
Macmillan, 197é&),

&, Franklin L. Shontz,
(New York: fAppleton-Cen

(Naw Yok
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series of norm tables which consider age, sex and the form

of the test given. 7 Each +actor is distributed on a continuum

from one to ten, with an "average

Tx

population" score of 3.5,

Sten scores of 1, 2, 3, and 8, 2, 10 are considered significant,

in that "they are more extreme and occwr far less frequently

i

a normal population”. @

The sixteen FPrimary Factors are gach given an alphabetic

designation, and the continuums are as follows! 9

Factor A2 Feserved vs., warmhearted. ow scorers on
A otend to be stifsd, cool. skepbtical and aloof and opreds
things to people. High scorers on Factor & are easygoing,
adaptable and prefer dealing with people and social
aituations.

<

Factor BLI  Less intelligent vs. more intslligent.
Factor B individual tends to be concrete-thinking,
Jower scholastic capacity, i slow to learn and grasp 1desas.
The high Factor B individual is abstract-thinking, & F
learner and graspse ldeas guickly.

Factor (&1 Affected by feslings ve. enotionally stable.
The low Factor © individual is emotionally less stabls,
easily upset and changeable. The high Factor O individusl
is mature, calm, patient and ftaces reality.

Factaor E! Humble vs. assertive. The low Factor B
individual is mild, acconmodating, sasily l#ﬂ aﬁﬂ

dependent and passive. The high Factor E
aggressive, compatitive, I1+—assuwred and

Factor i Sober vs. Happy-—-go-lucky. lhm Tow Facto s
indiwvidual is ssrious, tacltuwrn, i @i 3 i
The high Factor F individual is
Tively, talkative and frank.

TF&T Staff,
(Champaign:
19270, pa 17.
Ihides, pa 17.
Ibid., p. 20—

-

asting,
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Factor G2 Expedient ve. conscientious. The low Factor &

individual tends to disregard rules and feesls few obligations

to others. His retfusal to be bound by rules camn make him
more difficult to work with in a group, but can maks RBim

more effective as an individual worker. The high Factor &
person is rule-bound and domineted by a sense of dubty. He

hard working and rarely wastes time.

Factor HI  Shy vs. venturesome. The low Factor H person

restrained, timid and cautious. He freqguently has feelings
of inferiority and shies away from large groups and personal

contacts. The high Factor H individual is uninhibited,
spontanecus and ready to try new things, However, he is
also freguently heedless of danger signs and dominesring
with others who are less socially bold.

Factor 19 Touwgh—-minded ve. tender—-minded. The low Facior
individual is self-reliant, realistic and raesponsible. Hs
tends to be cynical and teolerant of no nonsence. The high
scorsr is intwitive, sensitive, +tanciful and Temnwrﬂm&xfﬂl
and given to day-dreaming and interests of an artistic
nabture.

Factor l.: Trusting ve. susplolous. The low Factor L.
individual is free of jsalousy and esasy to get along with.
He is tolerant, non-competitive and a good team worker.
The high Factor L individual is skeptical, guestioning,
hard to fool and more interested with his own internal
life than the people and things around Bim.

Factor Mr Practical vs. imaginative. The low Factor ™
scorer is careful, conventional and practical, overly
concerned with details and unimaginative. The high Factor-

N person is carelesse of practical matters and unconventional,

ut tends to be self-motivated and highly individoaal.

Factor Ni Forthright ve. shrewd. The low Factor M scorer
is natural. genuine and wunpretentious and demonstraltes
natuwral warmth and a matural liking for people. The high
scorer s poilished, caloculating and shrewd and is
wnsentimental in his approsch to people and situations.

Factor (i Lnperturbed vs. apprehensive. The low F gwl
individual is self-asswed, contident and secuwre wilth a
matuwre attitude towsrd himseld and others. Tt high Fa
0 scorer is worrying, troubled and often feels anxious and
guilt-stricken, =sven in situations over which he has no
contirol .

1



Factor @1: Conservative vs. experimenting. The low

Factor 01 person has great respect for established idess
and traditions and is extremely cautious regarding new
ideas. He tends to oppose change and prefers to do things
“"the way they have always been done'. The high scorer is
more liberal and innovatiwve. He is more willing to
xperiment and more tolerant of change.

Factor B2 Group oriented vs., self-sufficient. The 1low
Factor 02 person neseds group supporit and so tends to join
groups and rely on obthers. The high scorer is srilent
resouwrceful and prefers making his own decisions,. Dince he
is less dependent on the support of a group, he s less
likely to affiliate with groups voluntarily.

Factor @30 Undisciplined selt-—conflict ves. Controllsd.
The low Factor U3 person is impetucus and nobt overly
considerate of others. He tends to follow hig own wrg
regardless of the conseqgquences. The high scorer is
compulsive and socially precise. He has strong control
of his emotions and has high regard for his social
reputation.

Factor (Q4: FRelasxed vs. tense. The low Factor 4 psrson
is tranguil and unfrustrated, relaxed and conpossed. Thes
high Factor 04 person is frustrated, driven, restlsss and
overwrought. He is often fatigued, bt cannot renain
inactive.

In addition to the lé& Primary Factors, the guestionnairs
also indicates fouwr SBecond-order Factors, described below. 10
Thess second-order traits are computed by adding the already

computed sten scores, and indicated how the tactors are

interrelated, and show, as Cattell states, "very broad
influences'. 11 Although these scores are nobt as important

as the primary scores, they are woribh investigabting as well.

To. TFR&T, pp. 2 ;
11. Ravmond Bernard Cattell,
Fersonality . hicago:
19643, e 101, :




The +our factors are as follows:

Factor i: Introversion vs. sdtraversion. The low Factor
fi person is shy, self-suffiecient and inhibited in social
situations. The high Factor 1 person is socially culgoing,
wninhibited and comfortable in social situations.

Factor Giis Low anviety ve. high anziety. The low Gii
person 1s generally well adiusted and able to achieve most
of what he strives for. The high @il person is dissatisfisd
wWwith what he is able to achieve. Thiszs dissatistaction may bs
neurctic or situational, and can in itsels contribute to
digruptive performance.

Factor @Giii: Tender—-minded smotionality vs.tough poise.

The low Biiil person is extremely emotional and sasily
discouraged and frustrated. Me ie likely to be artistic
and gentle, and to spend much time and thought on how to
aglve problems and less time on acting ftao solve them. Thes
high Qiii individual i1s enterprising. decisive and
resilient. However, he tends to miss subtleties and

reacts only to the obvious.

Factor Givi  Subdusdneses vs. independence. The low [
person is group dependent and passive. The high @iv

person s aggressive, independent and incisive., The

Migh scorer tends bto be an active participant in 1ifs

and exhibits considerable initiative.

Although it would be possible to describe sach of thess
tactors in much greater detail, the above descripbilons showld
be useful in wnderstanding the results of the guestionnairs

survey described in the next chapter.

In addition to the Cattell guestionmaire, each subjisch

recelved a demographic guestionnaire.

Thise simple, one-page form asks for basic information on such
things as family background, eduacational background and obher
personal information that might be useful in determining whatl

cauess an individual to aspire for a leadership posibtion.
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ADMINISTRATION QF INSTRUMEN

iz..
frod

All subjects were mailed the two gquestionnaires and a
self-addressed, stamped envelope. They were asked to conplets
the two forms and return them. OFf the 250 subjects, ninety
eight responded. OFf those responding, fifty five were
principals, btwenty siy were as ssistant asuparintendents and
seventeen ware superintendents.

After the gquestionnaires were retuwned, graded and

gscored, & raw score was found for =ach of the sixteen personalily

traits. These raw scores were adjusted relative to & scale

provided with the test te detect "faking good” and "faking bad”.
These scores are determined +rom the responses bto cerfbain
test items which are placed in the test to detect thempts
Loy deceive., All answer sheets do not regquire "faking goood!
af "“faking bad" corrections, but those corrections were mnade
when neseded.  Final raw scores wers Then deternined.

Thess raw scores were then converted into sten scores.
Sten, or "standard ten'” scores are distributed over ten
equal ~interval standard score points (assuming normal
distribution) +rom 1 through 10, with the population average

e omean Filxed at 9.5, Stens 5 oand b6, whioch constitute the

center of the population, fall a half standeard deviation
Low or above the norm. The +farthest 1imi Sterns Loano 1o,

are 2 1/2 standard deviations below and above the mean. Stens

Funming from 4 to 7 owould be considered average. 'ﬁ%"m ot



1. 2 and 3 and B, 9 and 10 are the extremes and are considered
gignificant because they ocgour less freqguently in the general
population. 12 The significant scores that will be discussed

irn this paper are stens of 1, 2, and 3 and 8, 9 and 10.

The IFAT Tabular

b

presents a number of norm tables that can be used for comparison
with the subject population. The norm tables are providad in
three groups: high school students, university and collegs
urndergraduate students, and the general adult population.
Morm tables for each of these groups ars further subdivided
into seperate tables for Forms A, B and the two combined.
The form used for this study is Form A. In each subdivision
there are +turther seperate tables for males, femaless, and
for males and temales combined. 13

The data which led to the development of the norm tables
was collected from a sampling across ten levels of community
size ranging From &,300 to more than a million, and covering
two levels of socicecornomic status, geographiceael location and
race, The fifty states were divided into bthe same ten reglions
that are used by the United States Census Bureau. The reszults

from sach region were welghted according to the region’s

The

propartion of the total population of the United Stat

1E2. IFAT Staetf, p. 17.
153, Ibicde, pp. 17-1%.
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racial proportions for the final norm groups are also determined
[y the proportion found by the United States Census Bufraau.

The age range of the {final norm aroup was from fifteen to
seventy years of age. The norm for the general adult population
is centered on age 30, the high school population is centersd on

age seventeen and the college population is centered on g

twenty. All scores can easily be compared to thess norm

tables., 14

Frequenoies were run on &ll scores for the popualation on

i
i

a wWhole and for Eéch individual group for each variables.
mean and standard deviation was discovered for sach variables

for the population as a whole and individually. The correlati’on
cosfficients were figured correlating the 16 scores wibth sach
obther. A general lineal model was done on the data and means
ware established for each score for each of the variabless.
tnivariate statistics were run to establish moments, guantiles,
edtremes and normal porbability plots for sach score. Tie

main effects were tested by Tukey’ s test for variable (0,05,
These tests were used for all scores and all vériahlﬁﬁu 4

linsar regression was figured regarding the predictive values

of vears of edxperisnce, Wsing a general linear models pro

14, Ibid., pp. 18-19.



After the results of the two guestionnaires were talleved,
twenty two of the administrators were personally interviewsd to
zee if these interviews revealed a similar persconality to the

results of the 1& FF. These administrators were randomly chosen

from the ninety eight who originally filled out the

guestionnaires. This was done as a follow-up to the writi
material. Each administrator was asked questions regarding
his/her personal attitude toward administration and hisiher
own reaction to the personality survey. The following is the
list of guestions answered by the interviswees.

(1) What pﬁrémmality characteristics do yvou feel are most

important +or an educational administrator? Why?

(23 D yvou feel vou possess these characteristics? To what

clegrea

1
3

23 Do you +eel that yvouwr parsonality assessment according
e

to the 16 FF is accuwrate” Hog is it correct and hbow is 1%

incorrect?
{43 How would vou describe vowr lsadership styvle?

{50 g the stvle one uses dictated by the school situation?

Could vou give an example or this?

(éad What could be done in the futuwrs to betbtsr train

prospective administrators for the conditions they will



*

face in todavy's schools?

The +tollowing chapter will discuss the results of the
methods described in this chapter. The first part of the
chapter will cover the correlation betwesen the 16 FF reswulis
and the answers to the demnographic guestionnaire. The psrsonal
interviews will then e discussed and compared with the

statistical results found in the Ffirst part of the chapter.

The preceding chapter discussed several aspects of the

study. Minety sight of the two hundred fifty individuals to

whom queatiannaifag were sent responded,.  Aftter the re
were recelved, several statistical methods were used on this
material. Frequencies were run for all scores for the
population as a whole and tor each individual group o each
variable., Means and standard deviations were figuwred fmf thie
group'aﬁ a whole and for sach variable. Correl ation
coetficients waere figured for all 14 scores, as well as a

general lineal model. Means were established for sach score

i

everal statisti

and univariate statistics wers run o s

H

@1l omain effects were tested with Tukey’ s test +for variable

Hi
if

and Dohed+e’s test for variable. The results of the

computations will be discussed In the next chapter.



CHAFTER IV

FRESENTATION AND ANALYSIES OF DATHA

INT

!"

RODUCT ICHY

The data obtained by the two guestionnaires were analvyzed
using several statistical methods. Freguencies were run ror
for each of the variables. Zero-order correlation coefficients
ware prepared to correlate the individual scores wilth ones
ancther. Statistics were then tested for mailin effects using
the General Linear Models Frocedure. In the next part of the
chapter, the demographic variables were tested with sach of

‘

the individual scores in order to ascertain what patterns
wiil d appear. Deveral tables are included to illustrate these
5tatiatica, Then a profile was drawn of the "averags"
administrator, as indicated by the statistics for the population
ag a whole and for each individual gfmup. Im the +inal section
of the chapter. twenty two personal interviews with respondents

will be discussed.

TEgIL

i~

NG

ll_g‘

The hvpothesis to be tested is that certain personality
tyvpes are attracted toward leadership. The freguenclies oroceduare

was used in this paper to produce & table of freguency ocount

59



and percentages for the values of individual variables. |1
Statistics printed are freguency, cumulative ﬁfequancyg
percent and cumulative percentage. Fregquencles were run for
the statistics as a whole and for each variable. Several
interesting statistice were diﬁcovered.v Fach of the score
variables will be discussed seperately for the entire population.

Score A ~ Cool /Warm showed a wide variety of scores.
17.3% scored 4, 15.3%4 scored 5, 12.1%4 scored &, 11.2% scored 7,
13,25 scored 8 and 9% scored F.

Soore B — Concrete thinking/fbstract thinking showed &
more significant statistic. A% scored 8 and 18Y scored 10,
Theretore, better tham 50% of the population were significantly
Righ in abstract thinking.

:

Score C — Aftfected by feelings Emotionally stable showed

a slightly higher concentration for emotional stability. 1éae 3%

soored S5, Z3,.74 scored & and 18.3% scored 7.

Seore E - Submissive/Dominant showed higher tendencies
toward dominance. 15. 3% scored 7 and 19.4% scored 8.

Score F o~ Sober/Enthusiastic had & wide variety of
SEOFRS. The scores were slightly higher in favor of enbthusiasm.

o

1503% scored 5, 2B.A% scored & and 146,34 scored 7.

it

Doore & - Expedient/Conscientious was wide spread.

'y

scored 4, 15.3%W scored 3, 25.5% scored &, 16,34 scored 7 oand

Guide , (NMew York: MoBGraw-Hill,

1. SFSS Inc., SFSS
1983, p. 265,



bl
17.3% scored 8.
oocore H - Shy /dold has a wide variety of scores, but

tends more toward bold. 14, 2% scored &, Z5.5% scored 7, 173,

scored 8 and 11.E% scored 9.
Score [ - Tmugh~minded/Tender*miﬁded also has a variety
of scores, but there is some concentration towsrd tendsr-minded,
14.2% scored 5, 26.3% scored &, 12.23% scored 7, 14.2% scored
8, &4 scored 9 and 14.2% scored 10,
Score L - Trusting/SBuspicious shows the highest freguencies
in the middle of the scale. Z23.4% scored 3 and 18.73% scored &.
SGrore M - Fractical/Imaginative shows some concentration
toward the imaginative. 19.3% scored S, 22.4% scored &, 22.4%
soored &, 22.4% scored 7 oand 18.4% scored
Score N — Forthright/8hrewd is centrally distributed.
2H.0% scored 4, 17.34 scored 5 and Z0.4% scored 4.

boore 0 - Self-assuwred/Apprehensive is widely distributed,

but the concentration i1s higher toward self-assuwred. fa T

scored 4, 21.4% scored 9 and 17.3% scored 6.
Score (1 - Conservative/Euperimenting shows a slighbt
e

wdge in favor of experimenting. 23.5% scored & and 17.3%

asoored 7.

Boore (A2 - Growp-oriented/Self-sudficient

concentration toward self-—-sufticient. 25,50 scored &, Z1.4%

gsoored T oand 174 scored &.

Hoore

Undisciplined self-conflict/Controllied is



oy
slightly skewed toward control. Z20.4% scored 3, 25.35% scored &
and 20.4% scored 7.

Score B4 ~ Relaxed/Tense had wide variety, but perhaps
a little higher toward relaxed. 19.4% scored 4, 25,54 scored S,
15. 3% scored H and 17.3% scored 7.

The means and standard deviations were figured for o all
variables. SGignificant statistics were: Doore B -~ Concrets
thinking/Abstract thinking, meanrn 7,68, standard deviabtion
score Eo- SubmissiveDominant. mean é&.63%, standard
gdeviation Z2.47% and Score | — Tough-minded, mean &.6d, standard
deviation 2.14. {(Bee appendid.)

fero—order correlation cosfficients were prepared o
correl ate the individual scores with one another, l.2., ©To
show 1f certain scores often occwred paired with othsr scores,
or the opposite. SBeveral scores seen to be interrelated.
Correlation scores higher than + or — Q.35 are remmrtéd. The
carrelation between Score A — Coel/Warm correlates with Doore
Fro— Sober/Enthusiastic is 0.38335.  boore B - Concrete thinking/
Ahstract thinking has & negative correlation of 0, 37048 with
Seore © ~ pffected by feslings/Emotionally Stable. Soomre -

Submissive/Dominant correlates with SBcore H —~ Shy/Bold at

Ve RS8O0, Aoorse F - Sober/Enthusiastic has a 904234645 correl s

with Score H — Shy/Bold. Boore 6 - Expedient/Conscientious

ol

correlates negatively (—0,36467) with Score O - Sf+tected Dy



feslingssEmotionally Stables and positively (0.5%11148) with
Goore F o Sober/Bnthusiastic.  Score H — Shy/Bold has a negative
correlation (-0,42120% with Bocore (0 - Self-assured/ Apprehensiva.
SBocore 0 also has a megative.correlation (=i, 3H0YY) with Soore

M - Fractical /Imaginative. Score N~ Forthright/Sherewd
correlates negatively (~0.3779468) with Score 01 - Conservative/s
Experimenting. Score O correlates negatively with Scores (O

e
i

{0, B7068) , M (=0, 42120 and M (—-0.350%94) . bhut positivel
1. BRERE) with Score 04 - Relaved/ Tense. Score @1, Conssrvalblve/s

Experimaenting also has a negative correlation (-0.36067F with

Score O~ Expedient/Conscientious, as well as SBoore M. Soore
- Undisciplined self-contlict/Controlled CQFFEl&t@E.fﬁuﬁilﬁﬁ)
with Scar@lﬁu Srore G4 — Reladed/Tense correlates at o, 39838
with Score 0 -~ Zelf-asswred/ Apprehensive.

Statistics were tested for main effects using the General
Linsar Models Frocedure. The General Linear Models Procedures
can perform analysis of variance and analysis of covariance. 2
It van also estimate multivatiate regressions and obbtain

principal components, discriminant function cosfticients,

canonical correlations and other statistics. Inte
betwsen factors and interval variables can also be analveoed.

chodimbernal

Im addition, a boxplolt can be plotted for sac

2. Ihid.e. p. 495,
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variable. 5 PBoxplots provide a simple graphic means of

mean location and spread,

omparing the cells in terms of

]

A normal plot can also be planned for gach variable. The

scores of each variable is ranked and plotted against the

pupected norms for that rank. These plots aid in detecting

ron-rnormality. The means and standard deviations can also

be obtained. The sum of the sguares ig also determinasd.

Multivariate Multiple Regressions are also possible. &

stem—and-leaf display can be plotted for each variable. This

display is a histogram that preserves the data scores. This

procedure cbviously is extremely useful 1n analyzing

These results were tested using Tukey s
Yariables and Bcheffe’ s Test for Variables.

(Additivity) is used to detect presence of

interaction effects. It is a test for the equality of

miltivariate means. 4 6 significant difference of 00 is

available on this test. This test then can point oult those

Tas

i

areas of comparison that are significant. Scheffe’s

indicates a number between O and 1. The significant

shown is 05, 5 It is in some ways similar to Tukey's

=, The declsion was mads to

there are ditference

although

mstatistics could

i
i

both of tests s0 that no significant

difference

He Ibid., p. 465,
Ao Ihid., p. 494.
Sa Ibid., p. 495,



overlooked., Both the Tukey’s Test and thes Schetfe’s Test
determineg the difference between the means regarding the
variables., The comparisons that +follow are significant at

the .05 level.

DEMOL

The +tirst variable that was tested was position. The
positions considered were Superintendent, Assistant
Superintendent and PFrincipal. Both tests indicated a
significant difterence in Score N ~ Forthrights/Shreswd. The
difterence between the means was particularly high-betwaen
Superintendents and Principals - 1.6111 on both tests. Iivis
again indicates that Assistant Sﬁparint@nd@ntﬁ tend to be mores
shrewd than Frincipals, and Superintendents tend o be nore
shrewd than ﬁgsistant“Superintendents

The statistics were figqured using the General Linear
Models Frocedure as well. & In comparing the variables, ths
General Linesar Models Frocedure indicated certain differsnces.
The average scores among Superintendents, fAssistant
Superintendents and Frincipals showed certasin significant
differences. Goore &4 - Cool AWarm indicated a ﬁiqhgr ClE
of warmth, particularly for Superintendents. Superintendents

Py

scored V.0, Assistant Superintendents 3,73 and FPrincipals

showing little difference betwsen the dssistant bDuperintendents

fa Ibhide, pe
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and the Principal. Score N -~ Forthright/8hrewd indicates

Superintendents are more shrewd, with & score of .28 fAssistant
Superintendents scored S5.448 and PFrincipals scored 4.61  dAnother
difference was to be found in Score 81 - Conservative/s
Experimenting. Superintendents were more conssrvative, with a
score of 4,788 Assistant Superintendents and Frincipals wears
less so with corresponding scores of 5.73 and 5. 28,

Table #1 shows the results obtained from this comparisSon.
Means and standard deviations are listed for esch category and
sach variable; The F value is also listed for sach variable.
The Tukey and Scheffe scales only indicate Score M as showing
a signiticant difference. Table #32 shows this information
in giraph form.

The same statistics were bhen run using the variable

L

of age. The age groups considered were 25 to 45, 44 to

over S50, The interesting information obtained in this series
of tests was that there did not seem to be any signiticant

differences based on Mo scores reglstered & comparison

i
H
-t
|

el

[

level of 0,05, Table #3 illustrates this inftormat

the comparison above. P ovaluse indicate no sigmificant

J

The General Linear Models Froceduwre was fol lowed

using the variable of tvpe of school in which the administrators

served. The three levels were elementary school ., secondary
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FPOSITION OF LEADERS
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sechoel and both., Using the Tukev's and Schetfe’s Tests, a
significant difference was found +or Score I~ Tough-mindeds
Tender—-minded. The elementary school administrators were
significantly less tender-minded, with a mean scare of &.173,
than the secondary school administrators, with & mean score of
7.4, Table #4 displays the information obtained on this
variable. The F value indicates Variable I as the only one
ahowing significant difference. Table #3 illustrates this
information in graph form.

The next variable treated with the same statistical
methods was level of education. There were +fouw levels used

in this paper: Masters, Ed.D, Fh.D., and a final category for

ary pthers that did not +it in the first threes categories. £
significant difference was found on Score A — Cool /Warm. Those
with a Masters degres had a mean score of S.23%5.0 The Eduﬁ, and
Fh.D. individuals scored significantly warmer, at 7.44 and
A.55, respectivel yv. ﬁnmther‘signi#icant ditference was found

o Boors B2 -~ Group-oriented/Self-sufficient. Those individuals

with a Masters had a mean of &. 1935, The Fh.D holders scored a

more group-oriented 5.67. The "others” category wWwas the most

group—oriented, with a score of 4.467. Table #b desplavs this

i

intformation.  The P value indicates only Variable
significantly different. Table #7 illustrates this inforsation

in graph form.
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TYRPE OF SCHOOL
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Table &

yariable Masters Ed. D Filvae D Cbher FoValus

A D.253/2.54 F.44/71.9%5 0 6.89872.09
B 517168 T.PE/L.EL T7.97/71.45
» H5.8171.59  5.13/71.%96  5.82/71.31  6.17/70.5%¢
E HLEO/2,.09 7.2551.71 6.88/2.18 - 41
F S.42/1.853 S.50/2.28 0 6.1571.54
G 6.07/1.89 S.81/71.68 6.18/1.79
H ad.ol 1,74 &6.63/205] oY W R
i P4 TF.ELAL.T74 TL09752.346
78 Q&/L.EY EL2V/E.14
PE51.91 Oh6/1.77  &6.76/1.582
1&/1.54 F1AL1.82 52402044
TE/1.88 25/1.88 4.61/71.30
81/1.9 SF/2LET O B.T79/1.92
PE/L.EE he SB/A1. 8L S5.67/71.87
881,55 S.6%/1.98  4H.1E71066
81/1.8% S.4%/71.70 5.88/1.78

RHERIE R

s
i
M

M

B
n e G I

0
i
Gz
a

(34

LR o O

\
L4,
t
L9
i
3

)
ii i
iy

I



DUCATION

——
¢
¢

E

s

—
-

{

NMEL

[ E

TABLE

¢

"y
|
NN w
AN
e, . .
PE % & SFIN
! '})-f.) .J..-
NN
N
Mv l;.m..w..ﬂ —
. -\\ll- 3 - |]|]]' “\l[
..-\.1 Ill.lll.l ..ﬁ..‘\v
lunillx.wuuu... ﬂu.ss..i“.k\ a1
Y et & % e § 0
! lnl.flﬁ,hejﬂ...u.!.:v: _Lf.:r ..W. =
e )
I - Bt Lo
e R
——
e - (03
T
R —
.f... ll..lll.-nrrnrl Jl.un...rrl.n..ﬂ..ﬂlfnllll
oy B g ey . o
i | Kl i i - i 1 } -
U [ Ty o [T L i -t EH
P~ o W -+ My

-
i

F'H

ED

r"."‘l z&'-.

a



Fi

Mh@n pasition and level of education are compared with
the 16 FF scores, several significant differences are found.
FThe range of means on Score | ~ Tough-minded/Tender-—minded
went from 5.6 for principals with a Masters degree bto H.86 for
pirincipals with a Fh.D. Another significant ditference was

found on Score N -~ Forthright/Shrewd. The rangs was 3.5 for
assistant superintendents with an Ed.D. to &.6 for a
superintendent with a Fh.D.  This backs up the statistics
mentioned sarlier in this paper regsarding position, which
showsed supsrintendents significantly more shrewd. Boore

superintendent with a Masters to 8.0 for an assistant
suparintendent with an Ed.D., althouwgh it would be difficult
to attach significance to this facht. The last signifvicant
difference was found on $cmre Gz~ roup-orienteds beltd—
suwfficiant. The rangs was from 4.4 to 8.0, but the spread
hetwesn these extremes shuwed rc pattafn"

The next Gensral Linesar Models FProcedure involved a

linear regression on the predictive valus of vears of experience.

Years OFf edperiences were recorded on the guestionnairs 1o
vears instead of cateqQqoriss. No o significant differences were
found related to vears of esperience, just as no signidicant
diftterences wers found related to ags.

By wsing the means +or The entire population, one can

construct a profils of the "average' or tvpical administe



Flease refer ta Table #8. Im analvzing this profils, threes

reterence books were used: A_Buide T

Ha
iT

e_L6_F

fim

- . The Adninistrato y B and

& _Manual

1=
il

the_ lé&a FPF Forms A _and B . Score A indicatss that

Ha g

[

g

a

i

i

the average administrator is outgoing, kindly and likes people.
These people are highly adaphtable and are not afraid of
criticism. Score B indicates that they are bright and abstract

thinking. They arse ftast learners and gQrasp idess easily. i

Score L, the profile shows the average leadsr right in the

it

middle betwesen those who are emotionally less stable and bthose

who are more mature.,. Qrore E indicates the average lsader is

dominant, ass Prwaw and agoressive. These are indspendent

thinkers who disregard those with auwthority over them. Soore
Foindicates the average is betweesen sobesr and enthusiastic,

-

with no dominance on el ther side. Score H —~ EBEvpedient/

z-ﬁ

naclientious — again indicates that the average falls in
the middie. Score H, between shy and bold, indicates fthat
the average administrator lsamns slightly toward boldness.
Soore I indicates the profiled individual tends to be more

tender—minded thamn tough-mindesd. Boore Lo Trusting/Suspiloious -

relates that the average administrator does not lean strongly
oward either side. Score M states that the administrator

tends to bhe & bit more imaginative than practical. He tends

b
T
'y
i

become absorbed in his own thoughts and 18 more

i
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individualistically oriented. Score N indicates no particul ar
leaning toward Fothright and Shrewd. Soeore 0 shows the
administrator is usually self-assuwred and BECUIE. These

people tend Eb be wrruffled and unéhahable. S&mre gy~
Group—oriented/Belf-sufficient, shows control tendencies.

Score U3 indicates the administrator tends a bit toward ths
controlied and precise, Srore B4 showed that soms administrators
are relarned, where others are tense —~ with a slightly higher
number tending towsard tension.

A protile was then prepared wusing the means for principals,

assistant superintendents and superintendents. In most cases,
the profiles were gquite similar, but there were some differences.
The profile indicated that superintendents were warmer and mors
favorably inclined toward ocoupations dealing with people.

This would seemn understandable, since the supsrintendent spends

a larger amount of his time dealing directly with obther
individuals. Superintendents also scored higher in shrewdness.
¥

ihey are moare polished and experienced, and again are Debter

able to deal with person—-to-person confrontations. Another

part of the profile indicates superintendents tend o bhe mors
consgrvative., They are cautious regarding new ideas, and tend
to oppose and postpone change. Since these people are at the

"top" of their profession already, they may have a vested

interest in preserving the status guo.
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Frofiles were drawn using the means for administrators
i elem@ntar? schools, secondary schools and bDoth. The chie%
diftference apparent in the profiles indicated that the elementary
school administrator is more toughwmindéd than the secondary
srhool administrator. These people are more realistic and
"down—-to-earth” than the secondary administrator. The secondary
administrators tend to be more sensitive and fanciful. but also
less realistic.

Frofiles were then drawn for levels of education -~ Masters,
Ed.Des FhoD. and all others. Those holding doctorates scored
generally higher in tarm5‘0¥ being outgoing and interacting
wall with other people. On the obther hand, those with only a
master ' s degree showed a higher score toward self-sufficiency
and resouwrcefulness, with Ed.D.'s and Fh.l."s appearing more
groaup oriented and more in need of suppoert and approval from

the group.

LaTLonN

i

vThe correlation coefficients indicate that certain
characteristics tend to occuwr in palrs. A edplamnation of
these relationships follows.

Srores A and F ocorrelate. The reserved, detsched
individual tends also to be prudent and tacitwn.,  Ths
outgoing, sasy-going individual tends to be lively and

enthusiastic.



Scores B oand O correlate negatively, which means the

concrete—thinking, less intelligent person 1s calmer and 1 ese
easily upselt than the abstract thinking, more intelligent
individual.

Score E correlates with Score H. The mild, accmmhmdatimg

P

person is more restrained and timid. The more agQressive,
competitive individual is more spontanecus and socially bold.

Socore F correlates with Score H.,  The prudent. ssrious

nd timid.

]

person is also often restrained

Srore § correlates negatively with Score O and npositively
with Score F. This means that the espedient pérﬁmm with &
weaker ego strength is calmer and more serious tharn the mors
rule~bound person with a greater ego strength.

Soore H correlates positively with Score M oand negeltively
with Score . This means the shyver person is more carseful and
conventional and more troubled and worrying. Converssly, the
more venburesoms, spontaneous individual is also more
unconventional but more contident and secuwe. This individual
also correlates positively with Score G4, which msans that
the shver person 1s more tense and bthe mors venburesoms person
more relared.

Boore B correlates negatively with SBocores G and b
This would indicate that the more cawvtious, conservative

individual is more rule—bound and also more shrewd and
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calculating. The more liberal individual is more likely to
disregard the rules and is more genuine and foarthright.

Score @3 correlates with Score G. This would indicate
that the more uwndisciplined, impetuous individual tends to
disregard the rules and feels less obligation to socisty in
genetr-al . The more compulsive, socially precise individual is
more "proper” and feels more bound by the rules of society.

Score B4 correlates with Bcore 0. The relaxed, tranguil,
untrustrated person is more self—assuwred and confident. The
tense, frustrated person is more apprehensive and sel -
reproaching.

While the above stated information cbviowsly deoes notb
hold true in every case, the relationships hold £rue'in &
significant nﬁmber of cases. Cattell himssl+ has indicated
that the relationship between factors better indicates how
these factors are to be read and interpratednA Damuel Karson
in discussing this aspect of the 148 FF states, "It is
intrequent to find things in the real world which are completely
independent of one ancother.” 7 Therefore, it is usseful to

note how these Yactors interrelate with one anothsre.

frother procedure testing for main effects was run on

all the variables. This is part of the General Linesr Models
7. Bamuel Farson and Jerry (0°Dell, £

of _the_ l& FPFO19745, (Champaigny Instit



Frocedure. Thie was done to determine i+ there was any
co-relationship between the demographic variables. It was

determinzd that there was no significant statistic to be found

T

by this procedure.

fs a final ressarch step for this project, [ spoks with
and interviewed twenty two of the participants of ths survev.
Each was gquestioned regarding his or her theoriess of lesdership,
and how he or she came up to these standarde.  The resullts of
thesse interviews +ollow.

Subject #l is a secondary school superintendent. He 1s
Fifty Five vesrs old and has been an adminiatratér for twenty
three vears. His lé PF questionnairs indicated that he is
srcesedingly outgoing and people-criented, but is not a wvery
concrete thinker and is not very practical. He believes this
is a somewhat correct estimation of his personality. but he
does consider himself +airly practical. He +elt that most
important gqualities nesded by an administrator are commuanicabions
skills and & caring atitude, both of which are dif+icult to
meastre on a scale of this type.
whisct #Z is an elementary school principal in his
fifties, who has held an administrative role for twenty one

vaars, both in elementary schoeols and high schools. His



16 FF indicated that he is somewhat reserved, and goal -orientesd
rather than group-oriented. He found this to be & fairly good
description of his own personality, and considered the & PF
a fair test. He considered decisiveness and friendliness the
most important gualities an administrator can possess, and
said he believes he possesses both of these gualities. This
waé an interesting observation, since his 16 FF score indicated
e 1s not particularly friendly, and he agreed with this
statement also.

Subject #3 is also an elementary school principal, and
has besn one for nearly hbtwenty years. His 1& FF score indigates
he is shrewd, cautious and careful and a concrete thinker. e

felt this w

i

s an extremely accwate descriptionvg¥ his
personality. He believes the most important qualitiéﬁ that
an administrator nesds are intelligence, & strong moral
character, and a sense of humor. He felt he possesses all
these characteristics. When asked hisropinimn of the 1& FF,
he stated, "Un papsr it givegban accuwrate overvisw of bthe
characteristics of leadership, bhut in the final analvsis,
d&eds are what distinguishes effective leadership.” This
is gquite a valid point -~ there are many dimensions of
leadership that simply cannot be measwred with pen and pamﬁﬁn
Hubject #4 is fifty five vears old and has besn an

assistant superintendent in a secondary school for sSeven vears.
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The 1& PF indicated that he is outgoing and well organizesd,
but extremely tense. He agreed that this was a +air estimation
of his personality. He believes enthusiasm and contfidence
are essential for the successful administrator, and he feels
possesses both gualities. He also stated that a sense of
humor 1E_impmrtant, although this guality was not tested by
the 16 FF. However, he felt the 16 FF provides a E&asmnably
acourate measwrement of personality.

Subiect #5 bhas been a high school principal for sevesral
vears and hﬁlda a Fha.D. The 1é& FF o indicates he is extremsly
autgoing, an abstract thinker, practical and organized, but
tends to be a pertectionist and is often guite hense. He
felt the 146 FF was a good test and that his results were quite
accurate. He felt the two most important gqualitiss for an
administrator are humor and seriousness.  Although this seems
a contradiction in terms, he believes that different situations

call for different reactions, and the efficient administrator

must Ffunction well at both extremes.

Bubject #é6& has been an elemsntary school principal for

it
ih

a +tew years, and has done administrative work at least part
time +or most of his seventesn Year Carser. His test indicabed

that he had high abstract intelligence and was & shrewd thinksr,

i

He feels he possesses these gqualities to a great sxiernt and

i

that they are, indeed, the most important gualitiss an
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administrator canvpasaaﬁau He felt the 16 FF was a good test,
since 1t identified these gualities in his personality.
Subject #7 is cwrently working on an Ed.D., and has
held administrative posts in elementary and Eacmndaﬁy soiool
for the past nineteen ?earEu He is a secondary school principal
at the present time, His test indicated he is a concrete
thinker and not terribly outgoing. He is not group-~oriented.
preferring to work alone, He did not belisve this was an
accurate description of his personality, but he later stabed
that he thought the test was fair and acourahbe. His ooindon
of the test could not be exactly determined, because i+ it
wasn’t accuwrate for him, why would he assume it was acouwrabe
for others? He felt an administrator must be strongly committed
to his job and must be aware of its importance. He must also
be perceptive ehaugh to gquigkly get to the root of the problem.
These are not gualities sasily tested on a personality surves,
Subject #8 is fitty vears old and has been an administrator
far nearly twenty vyears. He is now a secondary school principal,
although he has served in both elementary and secondary schools.
His 14 PF o indicated he is very outgoing and friendlvy, an
abstract thinker, highly organized and practical, and calm
ard ool in most situations. He belisves the 148 FF i1s an
accourate test and has accuwrately indicated his basio personality

traits. He felt that the effective administrator nesds Lo
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possess initiative and adaptability, and he feels he has both
gqualities to a large extent.

Subject #9 is twenty eight vears old and has been a high
schoanl assistant superintendent for one year. His 16 FF
profile indicated that he is an abstract thinker., is goal-
oriented, and is often’ tense and nervous. He believes this
profile is somewhat true of him, but feels that his communicative
skills are great@r‘than those indicated by the test. However,
he beliesves the 16 PF is basically sound. He fesls that
intelligence and communicative skills are the greatest aﬁémte
arnn administrator can possess, and he feels he possesses both
to a great extent.

Subject #1090 is forty five vears old and has been an
elementary school principal for nine vears. H@rllﬁ FF profils
indicated she is highly intelligent, an abstract thinker,

xwtremely practical, conservative and conventional. She agreed
with this to an extent, bhut feesls she is actually less
conservative and conventional than the 16 FF indicatess. Hhe
believes that the most important personality mharacteriﬁtiﬁﬁ

for an administrator are intelligence, compassion and

consistency, and she fesls she possesses all three Lo & grea
degree.
Subject #11 i

forty six vears old and has been &

it

sacondary school principal for a ftew vears atter several vears



of teaching and other lesser administrative positions. Bhe
holds a Ph.D.‘degree, Her 1é& FF profile indicated that she
is extremely outgoing, warm and group-oriented. It also
indicated she is an intelligent, abstract thinker and is calm
and surre of herself. She also had a high score as being
tough-minded. She agreed with this assessment except +or the
“tough—-minded" part. She believes one cant he seen as a
"wimp", th that compassion is more appropriate in a school
setting than tough-mindedness, which can esasily be overdone.

She feels that compassion and intelligence are essential to

the administrator, and also the ability to commuinicate wel

1

i

both crally and.in wfiting. She believes she possesses
these gualities, and that these qualities have made her a
successful administrator.

Subject #12 is forty five years old and has beesn an
administrator +or seventeen yvears, currently as a secondary

achonl assistant superintendent. His 16 PF profile indicates

that he is conservative and practical and reserved, and oriented

more toward individual work than the group. His test also
indicated a high degree of tension. He agreed that this was
a fair assessment of his personality. He believes ths mosh
important gualities an administrator can posSsess are Ccouwrage
and poise, bhoth of which he feels he possesses.

Subject #1323 is torty seven years old and has besn an



atdministrator for twenty three vears. He is currently bhe
superintendent of an elementary school district and holds an
Ed.D. degree. His 1& FF profile shows great warmth and
outgoingness. He is practical and somewhat conventional,
but also caring and tender minded. He also shows great abstract
intelligence. He stated this profile was somewhat accurate,
but did not indicate what parts he agreed with and what parts
he didnt. He did say, however, that he fteels he possesses
warmth, strength and flexibility, which he considers ths most
important traits tor an administrator. He beliesves the L& FF
is an interesting suvey, particularly for somecns who wants
to find insights into one’s self. He does not believe, howsver,
that it is accurate enough to be used as a screening devise +or
+tuture administrators, and that 1t showld only be used in
conjunction with other measurements.

Subject #14 is +ifty vears old and has been an
cadministrator for twenty one years, curently as a high
school principal.. His 1&‘PF test shows him to be intelligent
arnd practical, but cool and reserved with others. The test
also indicates he is tense and greatly‘cuncerned wWith the
opinions of octhers. He stated that this profile was accurate.

He belisves listening skills and the ability to makes decisions

L

are the most important traits an administrator can possess,

and he +eels he possesses bhem to a great extent.



Subject #19 is forty four vears old, and has besn an
administrator in the same district for fifteen vears. He
cuwrently serves as an assistant superintendent in a consolidated
district. His 16 PF profile shows him highly intelligent and
exceadingly concerned with others. He believes this was
correct. He bhelieves the most important gualities for an
administrator are intelligence, patience and the ability to
listen. He feels he does well as far as intelligence and
listening skills are concerned, but fesels that he nesds more
work where patience is concerned.

Subject #1lé4 is fiftty nine yvears old and has besn an
administrator +for thirty three vears. She is currently serving
a consolidated district as a principal. Her lé& FF survey shows
her to be highly intelligent, practical and well organized.

She is not concerned with the opinions of others, and ths

survey indicates she i1s cool and reserved with others. She

baelieves this is an accurate summary of her personality. S
teels the administrator must have intelligence. conmon SeEnse
and the ability to commumnicate well with others. She believes
she possesses all these gqualities.

Subject #17 is a secondary school superintendent. Slhes
is fifty one vears old and has beeén an administrator for
nineteen vears. Her 1éd FF survey indicates she is very bright,

organized, practical and conservative, but tends to be guite
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tense. Bhe stated that she agreed with this somewhat, but
that she had taken the 16 FF before, and believes it can be
manipul ated to give whatever results the individual wishes.
She believes that the ideal administrator has intelligernce,
sensitivity and tough mindedness. She believes she DOSSEsSSes
all of these gualities to a-great degres.

Subject #18 is a secondary school principal. He is
approdimately fifty vears old, and has been an administrator
for twenty vyvears, He holds an Ed.D. degres. His 1é6 FF profile
shiows him to be extremely oubtgoing, intelligent and group-
oriented. He is calm and contident and practical. He said
this is a falr estimation of his personality. He feels that
emotional stability and ambition are necessary if an
administrator is to be successful. He feesls these are
gqualities he possesses.

Subject #19 is an elementary school principal. a position
he has held for twenty vears. His 16 FF states that he is very
outgoing and people-oriented. It also states that he is tenss
and otten not secwre in his decisions. He did not fesl this
was completely accuwrate, because although he agrees that he is
mutgaing and people-oriented, he does not consider himsel§
tenss oF LNsecure. He considers the most important qualit:es
an administrator can possess to be vision and realistic

educational values. He stated that he strives to have greater
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vision, and this is his greatest problem as an administrator.

Subject #20 is & secondary school principal. and has
been an admiﬁistrator for nineteen Ye8ars. He is fit+ty eight
years old. His 1lé& PF suwvey indicates that he is calm and
practical, goal rather than group oriented and neither very
ocutgoing nor very reserved. He said he only agreed with this
estimation to a small extent, but would not state what perts
of it he agreed with and what parts he didn*t. He stated
that he didrn™t know what gualities a good administratbtor needed
and did mot have any particul ar theory regarding suwocessful
administration.

Subject #Z21 is an elsmentary school principal. He i
thirty nine vears old, and has held this position for a little
more thamn & vear. He bhas held other administrative positions
for the p?imr five years., His 16 FPF survey indicates he has
great abstract intelligence, but is mnot very outgoing and
prefers jobs that do not reguire a great deal of personal
contact. He is also very practical and cautious. He agreed
that he is intelligent and practical, but +f£li that Fee i
actually more outgoing and people-oriented than fthe swvey
indicateau He feels that the most important gualities for
an administrator are open mindedness, vision and & sense of
humor . He rates himseld high on vision and a ssnse Oof hunor.
He +teels he needs improvement regarding open miﬁd@dﬁﬁﬁﬁg [WINE

that he is working to improve in this area.



Subject #22 is an elementary school principal. He is
forty seven vears old and has been an administratér tor elghtesn
YEAr S, His 16 FF sﬁrvey indicated he is a friendly and outgoing
individual who is basically a concrete thinker. He is practical
and very contident about his own abilities. He agress
wholeheartedly with this estimation of his personality, and
said he found it very interesting that a test of this natwrs
could so accurately assess his personality. He feegls the
ideal administrator showld be flexible and decisive and a
good listenesr. He believes he possesses all of theses gqualities
and is particularly pleased with his skills as a listerner.

He bhelieves his success as a listensr is dus to his intersst
and aftfection for other people. .
Several personality traits were recmmmﬁnded by several

of those interviewsad. The most freguently named gualities

were. intelligence (8), compassion (7, sense of humor

fis

i g1

vision (5, decisiveness (4), communications skille (43,

listéning skills (41, common sense (4) and +Flexibility (30,
The interviews indicate & variety ot people and some

variety of opinion. But some things tend to repeat ssveral

times. Most of those interviswsd felt that the 146 FF was a

fair and accuwrate test, and most agreed that they possessec
the gualities the 1é& FF found in their personalities. Soms
paresonality traits that interviewees mentioned that were not

tested on the 1é FF were a sense of humor, vision +or the
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future and the ability to be a good listensr. However, a wide
variety of personality traits were examined, and most indicated

that a fair personality profile can be complied using the 148 FF

SUMMARY

Upon statistical evaluation of the obtained data, several
interesting resulte were discovered. The first variable tested
was position. The statistics indicated that Superintendents
were significantly warmer, more shrewd and more conservative
than those in lesser pmﬁitiﬁnﬁ. The next variable tested was
age, bulb . there appeared to be no significant ditferences based
on age.  Following this, the variable of type of school served
was tested. Elementary school administrators were found to be
signiticantly less tender-minded than secondary school
adm;nistratmrsn Level of education was tested next. PFPh.D.
and Ed.D. holders Eauréd significantly warmer than those
hmlding only an MA. Fh.D. holders also scored as significantly
more group-oriented.  The last individual variabhle tested was
vears of experience in administration. This variable producec
no significant differences, just as age showed no significant
ditferences.

The fimnal sechtion of this chapter recorded the results of
interviesws with twenty-two of the respondents. They showed a

wide variety of personality types. Most individuals tended to
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agrée with the results of the 1é FF., but wished such area

il

as sense of humor and listening skills had been tested as

well.,
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The purpose of this chapte
implications of the results of this study and to make
suggestions for further research that might be done to follow
up this study. Implications will be discussed in terms of
both theory and practise. Fuwrther implications will also be

drawn from the results of the personal intervisws.

fl}

LENCLUSIONS

ib“
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The hvpothesis tested in this paper 13 as follows: Threr e

ig a significant ditference in personality traits as measuredd
by Cattell s 1lé& Fersonality Factors Busstionnaire belwsen
Educationél administrators and the general population.

The purpose of this study is to discover what common
personal attributes can be found in individuals who have
attained leadesrship roles in education.  Two hundred ity
administratmrs in the Cook County area were sent Cattell s
1é& Personality Factors Buestionnaire plus a demographic survev.
MNinety eight responded. The data obtained by the two

gquestionnalires wereg analveed using several statistical methods
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including the General Linear Models Frocedure. Several
interesting statistics were discovered. The first variable
tested was position. It was found that superintendents were
gigni+ican£1y WA M 4 shrewder and more conservative than
assistant superintendents and principals. There appeared to
be no significant differences based on age. The next variable
tested was type of school served. Elementary school
administrators were found to be significantly less tendsr-—
minded than secondaryv school administrators. Level of sducation
was tested next. FhD and EdD holders scored significantly
warmar than those holding only an MaA.  FhD haolders also scored
as signifticantly more group-oriented. The variable +or vears
6¥ experience produced no significant differences. A opensral
profile Dfﬁthﬁ residents as a whole was drawn, and it was
discovered that the "average" administrator is more outgoing,
warm, adaptable, intelligent, dominant, tendsr-minded and

self-assuraed than the population as a whole.

LHELICATIONS Far PRACTICE

i

There 18 a clear indication for further research regarding
this paper. It would be intersesting fto note i+ & similar

profile could be drawn by testing other groups of sducational

administrators. I+ the profiles were similar, 1t would
further substantiate the finding of this research. Im addition,

it wouwld be interesting to compare these profilles with the



profiles fo administrators in other figlds. £ comparison with
business leaders, +or sdxample, may indicate what personality
tvpes are drawn into these two diverse fields: or 14 may
indicate what personality type succeeds in each field. SGimilar
comparisons might also be made to leaders in other fields,

such as politics, medicine and religion. It might also be

interesting to compare the educational leaders with teachesrs,

]

bt see i+ a certain type of teacher is more likely to desire
a leadership role.

The technique of using & personality profile based on
the 16 FF has been used betore. &5 mentioned garlier in this
paper, Sloat, Leonard and Guitsch used a 16 FF profile in an
attempt to predict which teénmagers were likely to hecome
addicted to drugs and which were not. It wowld he interesting
to discover what the long-term results of this experiment
might be. This suggests a possible use +for the material
discovered in this research. 6 personality profile of
educational administrators based on the 16 FF such as this
one coild possibly be used to predict which students andsor
twachers might be attracted toward an administrative carser.
Tt might also be wused as a possible predictor of sucocess in
an administrative caresr.,

Schools of admninistration and supervision might slso
use this research in a similar way. £ prospective student

might teke the 16 FF and a profile could be drawn +for that
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individual. This individual profile could then be compared
with the group profile of administrators. Similarities and
differences could then be detected. Admission to the school
wouwld certainly not be based solely on the results of the
student’s similarity to existing administrators, but it might
e considered as one of several criteria to help make & +inal
decision regarding the student’s aptitude for administration.

Another possible use of this material might be in
diagnosing leadership problems. Shirley 4. Jackson in her
article in Urban_Education states that she believes there
ig a direct relationship between leader perémnality arnd
measureable success in administration. 1 By comparing the
"tiroubled” leader with the "successtul" legader, it might be
possible to determine what problems the leader was experiencing.

Many administrators might be interested i the resuwlits
af this research. In conducting this research, many of the
subjects requested "feedback” regarding the end result of the
study. A few even asked i+ the research showed them that they

were "right" for their job. The lé FF, of course, can’t tell

i+ anvone is "right" for anvibhing. Al the 16 FF can do is

indicate how similar one individual is to ancther or to anobher

group of people. It might be interesting, howsver, to discover

1. Shirley &, Jackson, David M. Logsdon and Nancy E. Taylor,
"Ingtructional Leadership Beshaviors? Ditferentiating
Eftective +rom Ineffective Low-Iincome Urban Schools',
Urban_Edy . thApRril, 19830, p. 5%,




g

it one were a "typical' administrator or i+ one were "in a

class by himsel+".

Some recent theories are related to the subiect of
leadership behavior, and the relationship between presonality
factors and leadership. A few of thegse are brisfly described.

William L. Rutherford reports that a group of researchers
at the University of Texas at fAustin has been studving the
leadership skills of elementary and secondary school principals
for the past five vears., 2 The data thev have discovered is
hased on observations of and interviews with the principal s,
and interviews with their teachers and superiors. They found
that the most effective principals had certain gualities in
CEIMINON o The successful principals have a clear vision for
thelir schools, can btranslate these visions into goals for
their schools, can establish a pogitive school climate,

continuously monitor progress and intervense in a supportive

i

manner when it 18 necessary. But they also found thet these
goals were achiseved by different people in different wavs,
dependant Qﬁmn the personality of the principal. FRuthesrford
concludes, than, thalt while personality aftects the lesdesrship
style of the principal. there are no real "right" o "wong®
personalities for effective educational lsadesrship.

2. William L. Rutherford, "School Frincipals as Ef+ec

leaders”", Fhi_Delta_Kappan . {(Septembsr, 198%), p.




Irn the September, 1985 edition of

Luvern L. Cunningbam of Ohio State University discusses those
leadership skills he feels will be important in the futurs. 3
He based his opinion on an extensive exploration of the
literature involving leadership. The skills he lists are:

1. Foocusing on the present and the futuwres simul taneously.

#. Fridging the gaps between different interest groups.
Z. Srcanning, monitoring, and interpreting events.

4, pfAppraisal skills.

g Imtuition.
The gualities Cunningham would find most necessary to devel oD

these skills are intelligence, creative imagination. +lexibility

and openness to change.

George R. Kaplan singles ocut four personal ity
characteristice he fesls are necessary for effective leadership:
The leader should be "enterprising,. cerebral, feisty and wiss”. 4
He also bslieves that most effective lesaders are flusnt and
expressive public speakers, and this simplifies their leadershio
tasks. This quality of leadership is impossible Lo messurs on
the scales used on this paper, but most leaders appeared to
e enterprising and cerebral and gquite a number felsty.

Wisdom is & little more difficult to judge.

A Lwuvern L. Cunningham, "Leaders and Lesdership®,
Fhi_Delta Bappan » (September, 198535, p. 18,

4., George R. Kaplan, "Shining Lights in Hiagh Flaces:

Education™s Top Fow Leaders and Their Heirs”,

Fivi B n . ibeptember, 1985), pp. 1011
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Larry Cuban feels that the essence of educational
leadership is dealing with contlict. 5 The successtul
administrator simualtaneously playvs the roles of politician,
manager and teacher. Sometimes these roles come 1nto conflict
with one ancther, and the individual who can best deal with
these natural conflicts will be the most effective leader.
He feels that the effort to balance these contlicts leads to

the great twnrnover among leaders in many school districts.

LICATIONS OF INTERVIEWS

In the last section of this study, twenty two of the
original participants were interviewed regarding their resctions
to the results of this study and also their individual apinions
about leadership. Each participant was asked several gquestions
regarding the 14 FF, his or her own personal ghilmémphy o
leadership, and ﬁig ar her opinions of effectivensss. Thes
information obtained in these interviews was discussed n bthe
previous chapter. Much interesting in%mrmatian Was unooverat.
A similar study of this natwe with & larger number of subjscts
would probably also provide additional important dats.

With few exceptions, the administrators felt that ths
questiconnalre was falr and accurate., Bty amd iarq&, tﬁﬁy sl
that the correct personality characteristics head besn
identitied. and most ¥e1t they possessed these gualitiss.

5. Larry Cuban, "Conflict and Leadership in the
SBuperintendsncy”, Fhi_Deltas Fappan ., (September, (985, p. Z8.



Most administrators guestioned believed the 14 FF was a valid
tool, with a few negative comments. SBome administrators
complained that the guesticonnaire was too long. The average
interviewse spent forty—-+tive minutes conpleting the form.

Others stated that since thess questimhnairea were not compl eted
under controlled conditions, the resulits could not be considered
conpletely accuwrate. There may be some truth to both comments,
but the majority of the interviewses agresd that the 16 FF was

a valid choice for this study.

Since there were some chisctions to the length of the
questionnaire, it might be difficult to convince thess sams
individuals to submit to another form of the test. Howewver ,
re—~testing with a different personality swvey might oroducs
interesting results. Imn addition, it would be interssting to
spe 1+ a different suwvey would indicate the same personality
characteristics.

The twenty two individuals interviewsd all indicated at
least & +airlvy high view of their own effectivensss, and some
indicated & very high degree of sffectiveness. M course,
these could guite possibly be prejudiced views of effectivensss.
Since rno other emplovees of the gchmmiﬁ in question were
interviewsd, one has no other personal measwre of these leadsers’

effectiveness,
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"on-the-job", the personal reactions of the auvthor may or may
not be valid.

In reading over the interviews it was found that thoss
administrators who disagreed with the findings of the 16é FF
alwaves disagreed regarding a negative guality of some kind,
Those who disagreed with a negative quality frequently agreed
with the positive pesrsonality traits mentioned in the profile.
Although no general statement can be mads about the signiticance
of this phenomenon, one might speculate that it is sasier to
spe the positive side of oneself tham the negative.

{ine of the interessting factors discovered in the personal
interviews was that many of the administrators mentioned the
alility to be a good listensr as one of the nesded qualities
FOr SUCCESE, Since this gquality is nobt tested by the 1é& FF,
it would be interesting to see how administrators rank as
listeners. Several oguick and simple listening tests exist
that might be useful for this purpose.

Mmst of the interviewsd individuals have a clesr idsa
in their own minds of what constitutes sftfective leadership.

Their opinions, however, do differ somswhat. EBven thesss

practicing leaders are nobt gquite sure what has brought them

to a leadership position. A Larger number of personal
intervisws might be interesting for this purposs. Towould

he good to compare a greatsr numbesr of opinions than twenhy two.
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A larger number. of personal interviews certainly would
also be usetul. The original plan was to conduct only fitteen
interviewﬁ, but since the results were so interesting and more
individuals were willing to be interviewed, it was decided to
do more interviews. Given time and facilities it would be
evern more valid to conduct a larger number of interviews.

Even though & general profile can be drawn of the "tvpical”
administrator, it is clear that many individual administrators
do not +it that mold. It is obviopus that peopls of manvy
different persaonality typss have successfully achieved an
administrative position - outgoing and reserved, abstract
and concrete, tough-minded and tender-minded, calm and tense,
conventional and innovative. &lthough certain persomnality
traits appear more frequently than others, it ﬁs clear bthat
there is great diversity among the educational administrators.

It is possible to develop a profile of the "averags"
administrator, even though it obvicusly does not apply to
all administrators. It i=s also possible to discover
éignifimant diftferences among administrators, bassd on such
categories as position, type of school and lsvel of education -
untortunately age and vears of experience did not seem to
indicate clear dif%eréncaﬁ. Obvwicusly more needs Lo be done
i omany areas to follow up on what has been accomplished in

this study.
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BUEEESTIONS FUR_FURTHER R

it would be interesting to see i+ some other measure of
leadershipysuccess couwld be compared to the Fesults of this
study. No part of this study actually measured success levels
af the administrator — success was only measuwred in terms of
the attainment of a position of leadership. Qlthmugh-gmmw
administrators were questioned regarding thelr own opinions
of success, this was not a major part of the study. Some
measure of the opinions of co-workers or sucoess levels of
sudents might provide interesting deta to compare with the
information on personality.

't would be interssting to see how theses personalilty
characteristics relét@ to leadesrship effectivensss.  An
@arlier review of the literatwe indicates several methods
that could be emnploved for this purpose. Another questionnairs
mentioned earlier in this paper has bheen uséd to measurs
effective leadsrship. This is a shart, rather simple suwvev.
A comparison could be made of the results of the two swvevs.
Ariother possible measwre 1s teacher svaluation. Teachers who
work directly with the administrator could have s clear visw
mf-his eftectiveness or lack of i1t. Although no pre-existing
quaestionnalre was found for this purpose, it would be relatively

gzasy to devise an instrument to evaluate administrators. It
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would be interesting to see what kind of personality is perceived
to be effective by supervised teachers. Ancother possibility
would be an evaluation by peers and/or Superiora, This would
not be very effective, however, in small districts where thers
are few administrators, and would probably not be possible at
all wifh superintendents. For administrators who have served
a district for some time, it might be possible to evaluate
changes within the district that might be attributed Lo the
individual administrataor. Ferhaps changes in overall
grade-point average or number of drop-outs might bhe & measure.
This might be difficult to ascertain, however, becauss thers
might be & large number of other variables operating.

Another area of further study might be retesting the
administrators with another form of the 16 FF. It would be
interesting to see i+ the results of the second test would
be similar to the first test. Results from other survevs
indicate this would probably be so. However, this would bhe
rather difficult to achieve, =ince many of the original
participants in the swvey complained about the length of the
original questionnaire. It is highly unlikely that many of
them would be willing to sit still for ancther form of the
same test.

Other personality type tests are also availables, such

as the Umabha Comprehsnsive Myers-Briggs Tyvpe Indicator
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(personality? and the Tennessee Self-Concept Scale. which
were mentioned earlier in this paper regarding other studies.
personality test might help determine the validity of the
original test.

In the Halprin study. cited in Chapter 111, both the
16 PF and the Tennessee Belf-Concept Scals were used, and bths
results of both tests were compatible. This might indicate
that the same results would be found with this survey.

& further study of personality characferisticﬁ related
o ag§ cmuld be worthwhile., Subjects in this study were divided

g g

into three age groups: wunder 4%, 45 to 535, and over 55, The

T

study indicated that statistically there were no significant
ditferences among the three groups. However, 1t 5&@%5 reasonable
that some perscnality ditferences would be found related to
differences in age. Ferhaps a larger study might reveal
significant differences. Anocther possibility might be more
age categories to get a clearet view, Both of these techniques
might have disclosed the same results. but more data of this
nature would be interesting..

Intelligence seems to play a factor in leadership, and
this seemse logical. A certain degree of intelligence would
seam necessary to make the decisions reguired of a leadser.

Fersonal warmth would certainly seem to bhe an asset, 1f not



a necessity. Adminpistration invelves direct contact with
many peaple, and & warmth and openness toward others would
certainly aid in these human contacts. Shrewdness, the thicd
guality found in many administrators.,. could probkably also be

of help. The balances and conflicts that are & natural part

}

of the administrator®s daﬁly lite certainly would require
shrewdness.

There was some division of opinion on the guality of
"tough-mindednessY., Some of the subjects interviewsd +elt this
was a valuable guality for an administrator to possess. Others
gaid that in some times and places, tough-mindedness s
inappropriate, and can better be replaced by consideration and
compassion. Further research into this aspect of personalily
might also be worthwhile.

Some obher variables could also bhe tested. The Qeneral
health of the administrators might have somse effect on theilr
putlook. More data on family background and attitbtuwies tmwawml
education might also be relevant. Tt would also be interestiog
to know the college majore of these individuwals - perhaps it
would be worthwhile to compare sducabtion majors with majors
in other aresas.

tNtimately, the sssence of leadership remains @lusive.

While it 15 possible to determine certain gualities that many

Cleaders have in common, there 1s no way to clearly S T
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the interrelationship of these factors.

sUMMARY,
What exactly makes one person a leader and another a
tollower? As indicated in the extensive research of many

individuals cited in this study, that is rnot an sasy guestion

d

im answer, Much research has been done on this subject.

good deal of it has been reported in Chapter [1I of this paper.

Certainly much more research will be done before a definitive

answer can be found, i+ ever. The pwpose of this papsr has

been to make a contribution to the literature of leadership,

and perhaps in some small way to help answer the guestion.
eadership is essential in all areas of socisty, but

this is especially important in the constantly changing area

ot edugatimnal leadership. Anvthing that can help administretors

understand, sevaluate and hone their leadership skills will be

an aid to education in general.

Prmfiles.auch as the one drawn in this study might be
usefui in several ways. Comparing a protile of sducaticonal
leaders with the profile of leaders from other areas might
indicate what i1mpels one intoc educational leadership rather

&

than leadership in another area. A profile might &l

predict what tvpe of person might be successful in
administration. The profile might also be usetul in

diagnosing leadership problems. Several obther possible
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areas of research might be indicated. It would be good to
sze how successtul various tested adminiaﬁfatmrﬁ actual ly
are. Re-testing barticipants with other +orms of the 1é6 FPF
and other personality tests might test the validity of this
data. A larger number of participants might also alter the

autcoms.,

Interviewses indicated they felt the léa FF was fair and
acourate, However, it should be mentioned that those interviewed

displaved a wide variety of personality types. AL considered

themselves at least fairly efficient, and many consldered

themselves highly efficient. This would indicate that thers
is no single personality type that succeseds in leadership,
but that different personality factors work in different

situations.
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- LISTING OF ALl DATA

AFPFENDIX A

The appendix is a listing of all raw data upon which the study 1s
based. Socores and demographic datae are included +or all ninsty eight
subiects. Intormation listed includes sten scores for all sistesn
nersonality factors, age group, vears of experiesnce, position.
sducatiornal level and typse of school served.
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